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Academic literature on racialized educational disparities on college campuses nationwide is 
abundant. Rarer is research into how universities take ownership of and action towards addressing 
these disparities. This project seeks to fill this gap by attempting to build capacity for organizational 
reflection and responsibility and documenting that process. The objective of this research was to 
collaborate with Scripps Institution of Oceanography leaders to better understand and improve 
academic outcomes of underrepresented and minoritized Master of Advanced Studies (MAS) graduate 
students by focusing attention on departmental awareness, self-reflection and strategic action. The 
project was successful in building greater capacity for equity-focused conversations, though participants 
had challenges identifying action within their spheres of influence. This research uses behavior change 
models to explain this outcome and provide recommendations that will help sustain a culture of anti-
racism and inclusive action at Scripps Institution of Oceanography. 

















I respectfully acknowledge that we live and work on traditional, ancestral & unceded land of the 
Kumeyaay Nation. Whose land are you on? 
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“I Hope Someone Does Something:” Building Capacity for Awareness and Action at Scripps Institution 
of Oceanography 
“I do not raise these truths, which some may find uncomfortable, to simply make readers feel guilty or 
somehow embarrassed by the historical and contemporary projects and reproduction of white 
supremacist ideologies in higher education. Instead, I am motivated by a critical hope that by gaining a 
more complex understanding of our field’s roots and realities in dehumanizing racism and settler 
colonialism we can collectively and individually engage in a mindful and methodical deconstructive 
analysis that illuminates pathways for structural and cultural transformations toward restorative justice 
and equity”. - Dr. OiYan Poon, 2018 
As a higher education administrator with 7 years of experience working at University of 
California (UC) San Diego, it is my privilege to work with students in a variety of capacities, from 
academic advising and undergraduate and graduate admissions, to event planning and alumni 
engagement. As both an alumna (‘14) and student affairs practitioner, I care deeply about the potential 
of our institution and students. I find myself naturally drawn to opportunities for growth, especially 
when related to student success and campus-wide equity goals.  
As I have grown personally and professionally, my aptitude for organizational design has 
necessarily become more nuanced and focused on systems-level change. Through formal training, 
reading the works of Black, Indigenous, and People of Color (BIPOC) authors, and my own self-reflection, 
I have come to understand overreliance on individualized solutions has a success ceiling because, 
ultimately, limited attention is given to the deeper, systemic, root causes of the problems. I believe, as 
practitioners, we have a responsibility to regularly identify structural dynamics hindering students' 
success and proactively strive to eliminate them. This is particularly critical when we apply an equity lens 
to our work and account for the oppressive history and structural racism embedded in all institutions in 
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the United States and how students of color often bear the physical, emotional and academic 
consequences of administration’s inaction.  
In order to develop holistic and equitable initiatives in our universities and departments, we 
have to honestly assess our own practices and priorities. Using this premise, my Action Research project 
undertakes the impactful and vulnerable task of putting ourselves under the metaphorical microscope. 
My research question asks: how can I collaborate with staff and faculty at Scripps Institution of 
Oceanography to improve academic outcomes of underrepresented and minoritized MAS graduate 
students through departmental awareness and strategic action? Specifically, what is the process by 
which department leaders approach these challenges, engage in strategic planning, and take action 
within their individual spheres of influence?  
Through this work, I hope to facilitate capacity for organizational self-reflection and anti-racist 
action both in myself and with the department leaders I collaborate with daily. Additionally, this project 
allows me to experience the adaptive challenge of cultivating organizational responsibility and behavior 
change firsthand, insight that has deeply informed my own leadership praxis. 
Background 
“Unless the racism is addressed and eradicated in the places you are looking to make ‘diverse’, you are 
simply bringing people of color into violent and unsafe places.” - Rachel Cargle 
To begin answering these questions, I will use current literature to briefly contextualize the 
history of exclusion in higher education, examine the emergence of modern institutional frameworks for 
student success, and organizational change theory. The intersection of these three phenomena provides 
a framework for understanding how structural racism in academia continues to impact historically 
excluded and minoritized students, a reality exacerbated by historical student success models putting 
the responsibility for assimilation on the student instead of the institution.  
History and Colonization of Higher Education 
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 It is impossible to approach equitable higher education practice without also reckoning with its 
deeply oppressive past and the racism embedded into our modern institutions, as with all institutions in 
the United States. Historically, while hailed as beacons of learning and social progress, U.S. universities 
simultaneously relied on the genocide and forced removal of Native American communities, the 
acquisition and sale of their land, and the oppression of Black enslaved peoples for over 4 centuries 
(Wilder, 2013), and exclusionary admissions critera. Disappointingly, there has been a tendency to 
ignore higher education’s foundations of slavery, settler colonialism, systemic racism and widespread 
exclusion, thus limiting our ability to recognize how deeply these legacies have been embedded into the 
organizational structure of modern educational systems. Failing to wrestle with this history does nothing 
to change or atone for it, rather this minimizes and decenters the collective trauma and pain it inflicts. 
By ignoring higher education’s role in perpetuating inequality, institutions stunt their ability to progress 
toward equity and inclusion: you can’t overcome what you won’t acknowledge (Poon, 2018).  
This avoidance introduces a specifically unique tension among university administrators and 
faculty who recognize that diversity and equity work is important, but assert it is tangential to daily 
priorities (Poon, 2018). This can lead to a comfortable inertia and stunt initiative effectiveness, even 
among institutions that espouse multiculturalism, recruit and enroll diverse students, and commit to 
social justice values. However, rather than an indictment, I recognize these characteristics pervade all 
institutions across the United States, consistent with a national foundation established on conquest of 
land and peoples, centered around Whiteness, constructed through racism, and dependent upon 
preservation of dominant power structures (Maldonado-Torres, 2016). Therefore, unless they are 
intentionally resistant, universities are inherently products of the society that constructs them, meaning 
dominant, Eurocentric norms remain affirmed and unquestioned (Maldonado-Torres, 2016). Political 
activist and UC San Diego alumna Angela Davis advised, “in a racist society, it is not enough to be non-
racist, we must be anti-racist”, and higher education must internalize this call to action. As we demand 
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universities take on greater responsibility for student success, it is not enough to implement well-
meaning initiatives; we must invest in strategic, continuous anti-racist policies specifically dismantling 
oppressive systems forming the foundation of our institutions, society, and nation.  
This is particularly urgent when we consider research shows students of color at historically 
White institutions encounter racism pervading “university and local culture, organizations, informal 
rules, implicit protocols, and institutional memories” (Yosso et al., 2009, p. 672) and are thus more likely 
to find their campus uncomfortable and hostile (Clark & Mitchell, 2018, p. 70; Gusa, 2010; Ingram, 2015; 
Loya, 2011). Despite resiliency and a strong foundation of cultural capital (Yosso, 2005), the 
disproportionately heightened stress from navigating a chronically threatening campus racial climate 
can lead to poor academic performance and high dropout rates amongst students of color (Greer & 
Brown, 2011; Housee, 2011; Hurtado et al., 1998; Hurtado & Ponjuan, 2005; Solórzano et al., 2005; 
Yosso et al., 2009).  
We understand higher education’s aspirational foundation is grounded in structural racism that 
continues to negatively impact minoritized and historically excluded students today. Knowing this, it is 
important to spend time exploring how campuses have responded to struggling students and on whom 
the responsibility for student success is centered.  
Student Success Theory: Individual vs. Institutional 
As institutions of knowledge and growth, universities’ core mission is to promote student 
success throughout various stages of the collegiate experience. However, when presented with a 
struggling student, institutions often expend great time and resources troubleshooting individual 
solutions, but rarely take a self-reflective, systemic approach. This lack of institution-centric analysis 
focuses attention on individual students who need fixing rather than examining what may be wrong in 
the institution and addressing it promptly and equitably (Gasman & Arroyo, 2014; Kuh & Love, 2000). 
The literature discusses how this is problematic on multiple fronts. First, these approaches reinforce 
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deficit stereotypes by focusing on how or where the student was in error (Harper & Kuykendall, 2012); 
they position the university as a powerful gatekeeper for economic, social and class mobility of 
minoritized students with little reflection or accountability (Gasman & Arroyo, 2014); and finally, they 
require “minority students to assimilate to an existing majority school culture rather than placing a 
burden of change on the school itself” (Gasman & Arroyo, 2014, p. 62).  
 From the 1970s to early 2000s, efforts arose to emphasize institutional responsibility in student 
support. Vincent Tinto’s (1975, 1993) foundational work sought to understand student departure from 
college and established a theory associating student attrition to a failure on the part of both the student 
and the campus to create a sense of student belonging during strategic stages of the student’s transition 
into collegiate life. Berger and Braxton (1998) then developed a revised version of Tinto’s student-
centric theory putting greater institutional responsibility for promoting student retention in the 
forefront. More recently, Braxton et al. (2001, 2002) identified 67 specific recommendations based on 
Tinto’s stages to help universities identify where resources might be applied to help a student adjust to 
college life and provide a more supportive infrastructure to ensure their long-term success. Not only 
were these recommendations focused on the organization, but they also spanned eight specific domains 
of institutional practice including “academic advising, administrative policies and practices, enrollment 
management, faculty development, faculty reward systems, student orientation programs, residential 
life, and student affairs programming” (Braxton & McClendon, 2002, p. 58).  
Although foundational in turning national conversation towards needed university 
infrastructure, Tinto’s work and these subsequent recommendations have faced criticism as they have 
failed to address the specific challenges faced by students of color living and studying at predominantly 
white institutions (Gasman & Arroyo, 2014). As previously stated, this directly hinders universities’ 
ability to promote the wellness and success of minoritized students as “no higher educational model 
that was founded upon, draws from, or perpetuates Eurocentric power or privilege is capable of 
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adequately serving historically marginalized populations. Exclusion is at their very foundation” (Gasman 
& Arroyo, 2014, p. 61). When designing systemic support for student success, centering the 
intersectional lived experiences of minoritized students must be prioritized, knowing inclusive practices 
will be transformational for all students.  
The Adaptive Challenge of Organizational Change 
 So how does organizational change happen? There are two types of challenges organizations 
face: technical and adaptive (Heifetz & Linsky, 2009). Technical problems are those for which an 
established solution is already tested, available, and can be implemented by trained professionals. 
However, adaptive challenges are systemic and institutionalized, often deeply ingrained in a 
community’s values, expectations, and unquestioned social norms. Because adaptive challenges require 
reckoning with individual and collective belief systems, they are difficult to identify, uncomfortable to 
address, and challenging to solve; yet they are transformational and powerful in their impact if you are 
successful. Heifetz (2009) writes, “Adaptive challenges can only be addressed through changes in 
people’s priorities, beliefs, habits and loyalties. Making progress requires going beyond any authoritative 
expertise to mobilize discovery, shedding certain entrenched ways, tolerating losses, and generating the 
new capacity to thrive anew” (p. 19). Organizational change aimed at institutional awareness and 
responsibility in higher education is resoundingly an adaptive change: inherently complicated, nonlinear, 
and requiring long-term commitment. Also, it is deeply valuable and worth the effort, as it creates 
capacity for an organization to learn from itself, grow and innovate.  
 The field of health psychology can help provide theoretical scaffolding to the practice of 
organizational change. Over 20 years of research into how people intentionally change their behavior 
has culminated in the transtheoretical model (TTM), developed by Prochaska and DiClemente (1983). 
First applied to individuals who wanted to quit smoking, the TTM involves a cycle of five stages that 
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build on each other and lead to permanent positive change: precontemplation, contemplation, 
preparation, action, and maintenance (Prochaska & DiClemente, 1983; Prochaska et al., 1992).  
 
Figure 1 
Stages of Change: Transtheoretical Model of Behaviour Change  
 
Note. Model provided by Prochaska et al. (1992). 
 
This model is valuable in establishing clear steps of progression that must take place in order for 
sustainable change to occur; you cannot get to action without the critical prior steps of 
precontemplation, contemplation, and preparation. Despite the TTM being most common in health 
behavior interventions, there is some precedent for applying it in an academic context, such as Hussey’s 
(2009) study examining professors’ willingness to teach inclusively. Within academia, each leader 
possesses a different level of self-awareness and interest in change, therefore the TTM is a useful tool to 
measure and describe what stage an individual or group may be at as they approach an adaptive 
challenge.  
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Summary 
 Higher education in the United States has a deeply oppressive, Euro-centric history that 
continues to negatively affect all students, especially students of color and those with minoritized 
identities. To graduate, minoritized students encounter, and must overcome, disproportionate and 
constant challenges not experienced by their majority-identifying peers. This additional stress can lead 
to mental distress, lower grades, longer time to degree completion, or withdrawing from the university 
altogether. Although universities have historically approached struggling students with individual, ad-
hoc solutions, as practitioners we bear a responsibility to recognize the systemic, root-causes of their 
struggle and actively seek to rectify it from within. Taking institutional responsibility for inclusive equity 
is an adaptive challenge; one that is inherently complicated, ambiguous, uncomfortable, and therefore 
rare. This organizational behavior change is simultaneously slow, following understood stages of the 
transtheoretical model, and urgently needed if we are to create an environment where all students can 
enter and succeed in academia. Using this context as a theoretical foundation, my action research 
project seeks to apply these values in real life by attempting a pilot project in adaptive change at Scripps 
Institution of Oceanography. 
Context  
My research took place at Scripps Institution of Oceanography (Scripps Oceanography), the 
oldest department at UC San Diego and a foundational center for global earth science research and 
education. Over 350 graduate students study at Scripps Oceanography each year approximately 40 of 
whom are enrolled in one of two Master of Advanced Study (MAS) degree programs which I coordinate. 
These one-year MAS degrees are accelerated, interdisciplinary and designed for mid-career 
professionals to train in either marine biodiversity and conservation (MAS MBC) or climate science and 
policy (MAS CSP). It is helpful to note the graduate students enrolled in these programs are often 
nontraditional as they have held professional positions for an average of 7 years before returning to 
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graduate school, hail from a wide variety of lived experiences and professional expertise, and are 
enrolled in a 1-year degree program inherently distinct from traditional MS and PhD degree tracks. As 
the program coordinator for both the MAS MBC and MAS CSP Programs, my job responsibilities are 
varied and hands-on. In partnership with the executive directors of both programs, I manage the day-to-
day operations focusing on marketing, recruitment, admissions, academic advising, alumni engagement, 
and holistic student services. My extensive scope of work supporting two relatively small programs gives 
me unique insight into where students frequently struggle as well as internal opportunities for growth.  
Pre-Cycle: Observing Patterns in Scripps Demographics and Student Advising 
 Two distinct patterns prompted my curiosity about organizational change in my department and 
motivated this research. First, the overrepresentation of White/Non-Hispanic students, faculty and staff 
at Scripps Oceanography; and second, the mental health struggles and slower graduation rates of MAS 
students of color.  
Since starting at Scripps Institution of Oceanography, I quickly noticed the marked 
overrepresentation of White students and faculty throughout the department, even as compared to the 
rest of UC San Diego. In 2019, 25% of graduate students enrolled at UC San Diego identified as 
White/Non-Hispanic, while 54% of Scripps Oceanography graduate students identified as White/Non-
Hispanic (UC San Diego, 2020b). Similarly, 59% of faculty at UC San Diego identified as White/Non-
Hispanic in 2019, while 77% of Scripps Oceanography faculty identified as White/Non-Hispanic (UC San 
Diego, 2020b). Indeed, although the institution has taken intentional steps to improve these figures, in 
regard to graduate students and faculty, Scripps remains the least racially and ethnically diverse 
department at UC San Diego (UC San Diego, 2020b). Informed with this data, I chose to focus specifically  
on graduate student success as both my position and interests are student facing.  
The task is not simply to recruit and enroll diverse students, but to ensure they are supported 
and thrive once they arrive. As the primary academic advisor for both MAS Programs, I noticed a 
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number of our students experience imposter syndrome or mental health crises during their program, 
sometimes delaying their time to degree. Concerningly, this appears to be affecting minoritized and 
students of color more frequently than their White counterparts, a phenomenon well documented in 
educational literature.  
Importantly, my research does not attempt to explain these patterns at the student-level. 
Rather, I seek to explore Scripps’ internal process of recognizing and responding to them on an 
institutional, structural level. This is a needed pivot: while much discussion exists surrounding racial and 
educational disparities on campuses nationwide, there is limited research into how universities take 
ownership and responsibility for these outcomes (Gasman & Arroyo, 2014; Hurtado et al., 1998). My 
work seeks to help fill this gap by conducting a targeted attempt to facilitate organizational awareness 
and institutional action with Scripps leaders focused on MAS student support and documenting the 
process. 
Methodology 
Overview: Coghlan and Brannick’s Model of Action Research  
Action research is uniquely impactful as “practitioners themselves investigate their practices as 
they find ways to live more fully in the direction of their educational values” (McNiff & Whitehead, 2011, 
p. 8). The goal is to explore and interrogate our practices to see if they align with our values, both on a 
personal and institutional level, and use the findings to support continued, collaborative growth. Given 
my values and personal preference for self-reflection, I deliberately chose Coghlan and Brannick’s 2001 
model of action research because I want a framework centering both action and reflection.  
Action: Four Basic Steps 
First, this model involves a core action research cycle, which involves the cyclical repetition of 
four basic steps: constructing, planning action, taking action and evaluating action (Coughlan & 
Brannick, 2001). This process revolves around designing, implementing and evaluating specific actions as 
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I seek to answer my central research question (Coughlan & Brannick, 2001). This process is visually 
described below: 
 
To apply these steps as effectively as possible, I developed the following definitions for each and 
implemented them in my cycle analysis accordingly: 
Construct: Why is this cycle meaningful and necessary? 
Planning Action: How did I design this cycle for maximum impact? 
Taking Action: What did I do?  
Evaluating Action: What were the results and themes that emerged?  
Reflection: Content, Process and Premise 
Reflection is also a crucial component of action research and is defined as “the process of 
stepping back from experience to question it and to have insights and understanding with a view to 
planning further action” (Coghlan & Brannick, 2001, p. 25) Therefore, I appreciate how a second thesis 
cycle of meta-analysis allows me to reflect on what I’m learning and the big-picture effectiveness of 
using action research as a framework, not just each individual core action and its effectiveness (Coghlan 
& Brannick, 2001). This thesis cycle is grounded in Mezirow’s (1991) three forms of reflection: “1) 
content reflection: where you think about the issues, what you think is happening; 2) process reflection: 
where you think about strategies and procedures, and how things are being done; 3) premise reflection: 
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where you critique underlying assumptions and perspectives” (Coughlan & Brannick, 2001, p. 13). These 
three pillars grounded my process of reflection and are demonstrated by the legs of the table below: 
 
 This framework creates a self-reflective process for an organizationally reflective project. This 
model is useful as it is cyclical and flexible, allowing opportunity for input and adjustment; it is research 
in action, combined with both individual and systems-level reflection; and it allows me to engage in 
rigorous learning in partnership with my colleagues and members of the very organizational structure I 
seek to help make more inclusive.  
Overview: Cycles & Analytic Strategy 
Using Coghlan & Brannick’s framework, I designed three cycles to generate data with a mixed-
methods approach: analyzing patterns in existing data, Scripps LEADS workshop observations & 
recording, and self-reflection through journaling.  
Cycle 1: Preliminary Data Analysis 
I conducted a secondary data analysis of publicly available UC San Diego data dashboards, as 
well as internal MAS program records. I pulled data UC San Diego collects currently and disaggregates by 
gender, underrepresented minority status, and international citizenship status, and analyzed emerging 
patterns. I was particularly interested in data reflecting holistic academic outcomes, which includes 
admissions, experience during the program, and graduation rates.  
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Cycle 2: Scripps LEADS Workshop 
In this cycle I partnered with the Scripps Director of Diversity Initiatives (DDI) on a 4-week, 6-
hour workshop entitled Scripps Learn, Engage, Activate, Develop and Support (LEADS). As a participant 
observer, I audio recorded each session and used Otter AI software to transcribe the Zoom recordings. I 
then analyzed the transcripts to identify key themes relevant to my research question through my own 
independent review, discussion with the DDI, and informed by equity-focused literature. 
Cycle 3: Self-Reflection and Meta-Analysis of Content, Process and Premise 
Cycle three was intended as an overarching data collection tool to assess my own learning 
throughout the action research process and implement Coughlan and Brannick’s thesis cycle of 
reflection. From November 2020 to March 2021, I journaled on the meta-analysis of the action research 
(content, process & premise), as well as my own emotions and revelations. I assessed themes that arose 
through this process complementing or advancing findings from previous cycles.  
Cycles 
Cycle 1: Preliminary Data Analysis 
Construct 
 My research question asks: how can I collaborate with staff and faculty at Scripps Institution of 
Oceanography to improve the academic outcomes of underrepresented and minoritized MAS graduate 
students through departmental awareness and strategic action? The first step to answering this 
question is to gain a firm understanding of current MAS student academic outcomes, specifically by 
identifying strategic focus areas and disaggregating the data to identify any patterns they reveal. This 
cycle will provide a foundation for the rest of this action research project as disaggregated data is 
needed to measure the effectiveness or equity of a program, as well as advocate for specific policy 
changes (National Center for Mental Health Promotion and Youth Violence Prevention, 2012).  
Plan action 
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For the purposes of this cycle and action research project, I use academic outcomes to focus on 
strategic focus areas of graduate student data: 1) admissions, 2) campus climate, and 3) retention and 
graduation. These categories are valuable metrics to examine which students enter the MAS Programs, 
how they experience campus, and how successful they are in completing their degree. These categories 
also mirror the three core tenets of UC San Diego’s (2020a) Strategic Plan for Inclusive Excellence. This is 
highly intentional as this project takes place at UC San Diego and aligning my research with the campus’ 
broader strategic plan will further reinforce and add sustainability to my work.  
Finally, I planned to disaggregate the data by gender, underrepresented minority students 
(URM), and international citizenship; the same categories used by UC San Diego’s Graduate Division 
office to disaggregate data. The University of California considers URM to include “African 
American/Black, Chicano/Latino, American Indian/Alaska Native, Native Hawaiian/Pacific Islander, and 
Filipino” (UC San Diego, 2020b). For the purposes of this research, and to standardize UC San Diego 
graduate student data, I will be using this definition as well.  
Take action 
Using the planned categories above, I conducted a secondary data analysis using pre-existing, 
publicly available data dashboards and surveys, as well as our internal MAS data records. I collected data 
from the following sources for both the MAS CSP and MAS MBC Programs:  
Access & Presence: Admissions 
UC San Diego Graduate Division - Admissions Data Dashboard 
UC San Diego Graduate Division - Enrollment Data Dashboard 
UC San Diego Graduate Division - Degrees Awarded Dashboard 
UC San Diego Graduate Division - Completion Rates Dashboard 
Campus Climate 
UC San Diego Graduate and Professional Student Experience Survey (GPSES) 
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UC San Diego Graduate Student Well-Being Survey 
Retention & Graduation 
MAS Internal Data - Time to Degree 
Campus Climate: UC San Diego Graduate and Professional Student Experience Survey (GPSES). 
Although the GPSES climate surveys disaggregate by MAS degrees, they combine all MAS degrees across 
UC San Diego and are therefore useful, but not exclusively about our Scripps MAS students. This data is 
too broad to be relevant or informative to this research.  
Campus Climate: UC San Diego Graduate Student Well-Being Survey. In 2016, the UC Office of 
the President administered the graduate student well-being survey to graduate students across all ten 
UC campuses, and 1,596 UC San Diego graduate students participated. Of the UC San Diego participants, 
116 (15%) respondents were professional masters MAS students, but the data is not disaggregated by 
department, therefore it is unknown whether they were Scripps MAS students. Additionally, 36 students 
(5%) of UC San Diego respondents were Scripps graduate students, but the survey does not distinguish 
between PhD, MS or MAS students.  
Therefore, although the graduate student well-being survey reports on mental health and rates of 
depression across UC San Diego, the data does not disaggregate by MAS graduate students at Scripps to 
a level of specificity can be used in this research.  
Retention & Graduation: MAS Internal Data - Time to Degree. Finally, I reviewed internal MAS 
data for three cohorts of students who graduated between 2017-2020, to determine their time to 
degree completion disaggregated by gender, URM status and international citizenship. As the MAS 
Programs are based on a four-quarter, one-year timeline, I coded all students who completed their 
degrees within 4 quarters as on time. I coded all students who completed their degrees in five or more 
quarters as late degree, regardless of the reason for the delay.  
My analysis showed a majority of students finish their MAS degree in the standard 4 quarters. In 
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the MAS CSP Program, students who completed a late degree were represented proportionally to the 
rest of the cohort. However, in the MAS MBC Program, students who completed a late degree were 
disproportionately URM and international students.  
Evaluate action 
 This data is robust and merits its own dedicated analysis. For the purposes of my research 
question, the following stood out as particularly significant. 
Admissions. We have significant data on who applies to and enters the MAS Programs. 
Graduate Division data shows both MAS programs are becoming increasingly diverse, on average 
enrolling more URM students in each cohort since 2018. However, there is limited institutional data on 
completion rates and time to degree. UC San Diego Graduate Division does not track completion rates 
for masters-level students and only tracks median time to degree, a metric not reflecting any outliers 
which may show educational gaps or opportunities for growth. Furthermore, the time to degree data is 
not disaggregated by URM, international citizenship, or gender, meaning any patterns in these 
populations’ outcomes would be masked by the general, aggregated group data. As my research is 
specifically looking at better supporting underrepresented and minoritized students once enrolled in the 
MAS Programs, this is important data to be missing from official University records.  
Campus Climate. Campus surveys are valuable and invite participation from MAS CSP and MAS 
MBC students. However, it was not possible to extract meaningful data relevant specifically to Scripps 
MAS students because neither the GPSES survey nor graduate student well-being survey disaggregate by 
both Scripps department and MAS degree type. Therefore, although the surveys provide insight into 
MAS students generally, and Scripps graduate students collectively, they do not provide data on Scripps 
MAS students specifically.  
Time to Degree. The MAS Programs collect and track robust internal data relevant to the 
advising and progress of students enrolled in our programs. However, time to degree had historically 
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not been recorded as it was assumed this data was captured through UC San Diego Graduate Division’s 
Degrees Awarded data dashboard. Through this project, however, it became apparent the median time 
to degree did not reflect students who needed longer to graduate, nor did it disaggregate by URM 
status, or international citizenship, or gender. Therefore, I tracked and analyzed this data using our 
internal records and found patterns that confirmed what I had noticed in my advising: of the students 
who took longer to graduate in the MAS MBC Program between 2017–2020, a disproportionate amount 
were URM students.  
Cycle 2: Scripps Learn, Engage, Activate, Develop & Support (LEADS) Workshop 
“Some people say there is too much talk about race and racism in the United States. I say that there is 
not enough...But talk does not mean idle chatter. It means meaningful, productive dialogue to raise 
consciousness and lead to effective action and social change”. - Beverly Daniel Tatum (2007, pp.331) 
Construct 
As I was planning this action research project, I did not want to duplicate efforts or assume 
greater expertise than I have, especially as I am not trained in racial equity facilitation. I know using 
existing programs and infrastructure provides additional validity, strength and sustainability to my work, 
especially if participants are encouraged to engage again in the future. I have a close working 
relationship with the Scripps Director for Diversity Initiatives (DDI) and reached out to her early on in 
this project to brainstorm ways to align this action research project with initiatives she was already 
spearheading. Serendipitously, in early 2020, the DDI developed the Scripps learn, engage, activate, 
develop and support (Scripps LEADS) workshop for labs, units and teams at Scripps to engage in strategic 
planning around equity goals. We quickly determined my project would be a timely opportunity for the 
Scripps LEADS’ first pilot in which she would facilitate the workshop with Scripps department leaders 
and allow me to attend as a participant observer.  
Plan Action  
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The goal of the Scripps LEAD workshop is to build capacity for Equity, Diversity and Inclusion 
(EDI) conversations, support strategic EDI planning, and empower participants to take action within their 
sphere of influence. The workshop entails four, 90-minute long small-group discussions exploring new 
ways of advancing strategic goals on a particular theme: in this case, MAS student support. 
To provide additional support for my action research project, the DDI emphasized the 
importance of structuring engagement to foster self-reflection and action among participants as well as 
ourselves. I completely agreed, as this mirrors both Coghlan & Brannick’s cycles of core and thesis 
reflection. We therefore designed a calendar for the workshop bolstered by frequent debriefs for the 
two of us to reflect and modify upcoming sessions as needed (see Table 1).  
 
Table 1 
Scripps LEADS Calendar: Planning and Session Dates 
Purpose Date Time Attendees 
Planning Meeting October 26, 2020 1 hour DDI, Risa 
Planning Meeting November 9, 2020 1 hour DDI, Risa 
Planning Meeting November 13, 2020 1 hour DDI, Risa 
Session 1: Learn November 17, 2020 1.5 hours DDI, Risa, 4 SIO Department Leaders 
Debrief & Planning Meeting November 20, 2020 1 hour DDI, Risa 
Session 2: Engage November 24, 2020 1.5 hours DDI, Risa, 4 SIO Department Leaders 
Rescheduled 
Debrief & Planning Meeting November 30, 2020 1 hour DDI, Risa 
Session 2: Engage December 1, 2020 1.5 hours DDI, Risa, 3 SIO Department Leaders 
Session 3: Activate December 8, 2020 1.5 hours DDI, Risa, 4 SIO Department Leaders 
Debrief & Planning Meeting December 11, 2020 1 hour DDI, Risa 
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Session 4: Develop and Support December 15, 2020 1.5 hours DDI, Risa, 3 SIO Department Leaders 
Final Debrief Meeting December 17, 2020 1.5 hours DDI, Risa 
 
Six members of the Scripps graduate department leadership who work most closely with the 
MAS Programs were invited to participate in the Scripps LEADS workshop (see Appendix A); four staff 
and two faculty members. All six responded quickly and with enthusiasm, expressing eagerness to 
support my project and engage in equity work they felt was valuable to the department, however only 
four staff members were able to participate due to scheduling conflicts. Given the small nature of the 
Scripps graduate department and easily identifiable nature of their professional titles, I will refer to 
them in this report as SIO Leader A, SIO Leader B, SIO Leader C, and SIO Leader D, and with the gender 
neutral they/them pronouns.  
Each of the four Scripps LEADS sessions used the same general agenda template, with 
designated time for personal reflection, small group reflections, large group discussions and interactive 
activities throughout (see Table 2).  
 
Table 2 
Session Agendas and Planned Activities  
Session Agenda - General Template 
3-3:15pm: Opening & reflection (15 min) 
3:15-3:35pm: Data & New Info (20 min) 
3:35-3:50pm: Small Group Discussion (15 min) 
● First 5 minutes self-reflect 
● Next 10 minutes, share and discuss thoughts and come back as a large group 
3:50-4:15pm: Large Group Discussion (25 min) 
4:15-4:30pm: Closing Reflection. Looking ahead to next meeting (15 min) 
 
Planned Group Activities to Foster Strategic Action 
Personal and group reflections in shared Google Document (Session 1-4) 
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Resource & Support mapping in shared Google Jamboard (Session 2) 
SWOT Analysis in shared Google Document (Session 2-3) 
SMART Goals identification in shared Google Document (Session 3-4) 
 
Take Action 
Session 1: Introduction to the Data (Learn). Session One introduced participants to a wide 
range of disaggregated MAS student data in order to explore and identify topic areas they are most 
interested in discussing during the following 3 weeks. The DDI used some of the student data I collected 
in the previous cycle as well as data dashboards she has exclusive access to as a UC San Diego Campus 
Diversity Officer and Director of Diversity Initiatives at Scripps.  
The DDI started the session by introducing the goals of the Scripps LEADS workshops:  
We're really looking to come out of it with two or three concrete action items that are 
applicable to the MAS programs around the core tenets of access and success, campus climate 
and accountability…What are actionable items within your sphere of influence? Right, because 
you can't change the whole institution by yourself, but what's within your sphere of influence. 
Before exploring MAS student data, the participants were asked to respond to two preliminary 
questions: “What do you hope to get out of these sessions?” and, “What questions or topics would you 




Session 1 Opening Reflection 
What do you hope to get out of these sessions? What questions or topics would you like to discuss? 
“To better understand specific factors evident in an application that are correlated with positive 
program outcome/experience. How do we better select applicants who will succeed in the program? 
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How do we better support students that are having a challenging time?” 
 
“Identify reliable and adaptable support structures that can be implemented with each cohort. Gain 
better understanding of the specific outreach goals for the MAS programs.”  
 
“We have so very many words and plans; how do we put action behind them?” 
 
“What happens once we have better representation of BIPOC folks on campus? How do we create a 
space that is welcoming, supportive and fosters growth (for everyone)?” 
 
“How do we implement the Black Student Union demands here at Scripps Institution of 
Oceanography?” 
 
“How do we better support diverse students once we get them to SIO. My other goal is to learn more 
about what I need to learn.” 
 
“Is EDI really the goal? For me, that implies having more representation from BIPOC on campus; I 
agree that is a step, but for me that doesn’t feel like the end goal. There is much to do related to anti-
racism and systemic changes that are necessary within our university.” 
 
With this as a foundation, participants spent the next hour reviewing MAS student data 
disaggregated by race, gender and citizenship status ranging from admissions trends (applications, 
acceptance rates, yield and enrollment), campus climate and mental health, as well as the internal MAS 
data I had collected in the previous cycle. The group finished the first session by sharing their final 
questions and reflections regarding the data. 
Session 2: Engage. The goal of Session Two was to engage with and take ownership of the data 
on a personal level. Participants discussed individuals’ spheres of influence regarding the MAS Programs 
and where to focus effort for the next two weeks. SIO Leader C was unable to attend and let us know 
ahead of time. The DDI opened the session with a reminder by saying: 
 There are no easy fixes for the things that we're talking about. . . . But we're hopefully going to 
think a little bit more strategically about what programs, processes, improvements, those kinds 
of things we can do to make meaningful change. 
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 Through small, breakout-groups, participants discussed their emotional responses to the data 
presented in the previous session, with an emphasis on identifying the root cause of their emotion. The 
next exercise was to map and examine existing internal support for MAS students from multiple sources 
and identify opportunities for change within participants’ spheres of influence. Participants used Google 
Jamboard to identify resources and support systems for MAS graduate students within three areas: 
within the MAS programs, at Scripps, and at UC San Diego. Finally, participants began a Strengths, 
Weaknesses, Opportunities and Threats (SWOT) analysis, listing specific qualities and factors either 
contributing to or impeding progress towards diversity and inclusion goals. The group ran out of time to 
discuss the SWOT analysis results, which they determined would continue the following session.  
Session 3: Activate. Session Three asked: what ideas were generated by the SWOT analysis and 
how do participants want to activate SMART (Specific, Measurable, Actionable, Relevant and Timely) 
goals around those? Participants spent the first half of the session further defining and discussing the 
SWOT analysis. The second half of the session asked participants to identify actionable SMART goals 
they could commit to developing and activating upon. To help generate ideas, the DDI presented 
multiple slides of equitable best practices the UC San Diego EDI Office is currently encouraging campus 
departments to implement. Participants were asked to identify one or two topics from the SWOT 
analysis, as the DDI explained, “You can address what is within your sphere of influence. That’s the really 
important piece. This is not something that someone else can do or should do. This is something that 
you can actually do.” 
Session 4: Develop & Support. The final session of the Scripps LEADS workshop was two-
pronged: 1) developing final SMART goals and discussing long-term ways to support their maintenance, 
and 2) identifying recommendations to elevate to Scripps senior leadership. The DDI opened this session 
by directing participants’ focus to Session One’s opening exercise and their stated goals for the series 
(Table 3). In reflecting on their initial goals, she asked participants whether there were any topics or 
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issues they felt still needed to be addressed, encouraging them to take action. She said, “Today's the 
opportunity to put action behind the words in the plans. Let's not just talk about it, let's say what we're 
actually going to do.” 
 Participants discussed additional SMART goal possibilities, shared their recommendations for 
Scripps senior leadership, and their takeaways from the Scripps LEADS workshop overall.  
Evaluate Action 
Session 1: Introduction to the Data (Learn). Participants started session one with strong goals 
about systemic action, improved admissions processes, and better supporting BIPOC students once they 
are enrolled at Scripps. As the session progressed, however, participants seemed overwhelmed by the 
amount and format of data shared. Multiple participants were already familiar with admissions and 
campus climate data trends and reiterated their commitment to enrolling more diverse cohorts. 
However, when presented with new, internal data showing longer time-to-degree for students of color, 
some participants became dismissive of the data and defensive. I take some responsibility for this 
because, due to nervousness, I misspoke when describing a core component of the data which caused 
some confusion. However, there seemed to be a specific disqualification of the data: 
SIO Leader B: I would wait a couple years before even looking at this and more….as just a 
curiosity.  
SIO Leader A: I think there's something interesting to look at here. I do tend to agree with some 
of the. . . . Yeah, but I think there's more to dig into if we want to really take concrete actions 
based on any of this, I think we have to unpack it quite a bit more, because...uh, yeah, for yeah, 
for all the obvious reasons. 
Themes of protectiveness of the data, feeling discouraged by restrictive funding structures, an 
acknowledgement of the challenges of navigating academic culture, and supportive optimism arose. As 
participants discussed their general reflections, SIO Leader A expressed frustration about personally 
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working hard to enroll more diverse cohorts and feeling disheartened these efforts weren't clearer in 
data shared with campus leadership. They also expressed disappointment the MAS Programs weren’t 
allowed to fundraise for increased scholarships and these restrictive policies are a “ceiling” to potential 
growth and EDI goals they “don’t know what to do about it”.  
SIO Leader C expressed overall support and optimism, “I just want to say that I'm here with an open 
mind and an open heart and, uh, and, and being curious and just wanting to...I want to be supportive, 
and I want to take action.” 
 SIO Leader B shared they resonated with the data personally: not only would the MAS programs 
at Scripps have been unaffordable to them, but they recalled the challenges of navigating academia 
themselves and feeling “like a fish out of water a little bit”. In addition to expressing frustration, they 
affirmed their commitment saying:  
So like, yeah, I'm frustrated, but I'm going to keep pushing forward. Because part of this, this job 
and this program we're trying to do, you have to be frustrated. It's just part of where we are in 
the process of doing what we're doing. 
Overall, the session ended with a tone of frustration, but an optimistic commitment to the work 
ahead in the next three sessions.  
Session 2: Engage. Participants began the second session reflecting on their frustration and 
emotional responses to the data presented the week before. SIO Leader A shared feeling personally 
undervalued by senior Scripps leadership, and SIO Leader B discussed resonating with the data due to 
their own historical challenges of navigating academia and possible imposter syndrome. SIO Leader D 
shared the data caused initial defensiveness for them because, despite continued personal work 
towards EDI goals, they feel they are not seeing desired results as quickly as they had hoped. Powerfully, 
they offered the group an invitation to engage in “hard, uncomfortable, deep” work for systemic 
change: 
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Maybe all this personal work that's being done isn't actually working. And maybe it's not 
working, because maybe we're just working on the things that are easiest and most comfortable 
and not the really hard, uncomfortable, deep stuff that's harder to do. And we can't really drive 
change on the scale, we want to if we're not willing to do the uncomfortable sort of, more like 
systemic unpacking stuff that is hard and uncomfortable.  
The second half of the session explored what support exists for MAS students at different levels 
of the university and where improvement is needed through a SWOT analysis. Participants discussed 
these results and SIO Leader A emphasized how acutely they felt the lack of general programmatic 
support from Scripps senior faculty and leadership, which SIO Leader B echoed as “institutional 
demoralization”. The group’s focus began to shift slightly from how to better support underrepresented 
MAS students, to feeling a generalized lack of support for the MAS programs themselves. As institutional 
support certainly impacts MAS students, this distinction represents a discernible shift in the participants’ 
focus and conversation continued throughout the remainder of the workshop.  
Session 3: Activate. In the workshop’s most lively and robust discussion so far, the group further 
developed their SWOT analysis and began to identify actionable items as SMART goals. Throughout this 
session, I identified two primary themes: 1) significant emphasis was placed on Scripps senior leadership 
to better support the MAS Programs overall and 2) participants identified multiple SMART Goals were 
within my sphere of influence. These two themes demonstrate a delegation of responsibility “up” to 
senior leadership or “down” to me as participants’ direct report and Program Coordinator.  
The first theme was most pronounced in the first half of the session as participants further 
defined strengths, weaknesses, opportunities and threats (SWOT) facing the MAS Programs. 
Throughout, there was repeated emphasis on the overall lack of general support for the MAS Programs 
from Scripps faculty and senior leadership, exemplified by this comment from SIO Leader A, “Lack of 
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support from leadership I think is really important. It's an elephant in the room for me, as I’ve seen…. it’s 
really important and it feels immovable. And, and I don't know what to do about it.” 
As the group moved to discussing opportunities, SIO Leader A felt the MAS programs were well 
positioned to advance Scripps’ equity goals due to their increasingly diverse cohorts. However, they 
highlighted the need for Scripps as a larger institution to take more action, explaining:  
And that was not about the MAS program, right? But I think I think if Scripps did something, did 
something responsive to the Black Student Union demands, or the Scripps student demands, if 
Scripps put some action behind those things, it could be helpful to the MAS programs too. 
The second theme emerged during the second half of the session, when the DDI asked participants to 
identify actionable SMART goals they could commit to developing and activating upon. To help generate 
ideas, the DDI presented multiple slides of equitable best practices the UC San Diego Equity, Diversity 
and Inclusion Office currently encourages campus departments to implement. With these ideas in mind, 
participants were asked to identify one or two topics from the SWOT analysis they, as the DDI explained, 
“can address that’s within your sphere of influence. That’s the really important piece. This is not 
something that someone else can do or should do. This is something that you can actually do”.  
After a few minutes of reflective silence, a challenge arose: 
SIO Leader C: I'm having a hard time with this because I just don't feel like, I feel like all of these 
things are, are too big for my sphere of influence. And I'm… 
SIO Leader A: Totally. Me too. 
SIO Leader B: Oh, exactly the way I feel. 
SIO Leader A: Yeah, I can’t...I don’t, I’m looking at them all and I’m like, I, I don’t know. 
The DDI offered to further brainstorm ideas, tying the UC San Diego best practices to 
opportunities identified in the SWOT analysis, emphasizing all participants are “in a unique position to 
effectuate programmatic changes”. At this, a few ideas began to emerge. SIO Leader C suggested 
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increased outreach for more strategic program visibility, at which SIO Leader D offered engaging with 
MAS alumni, faculty and their professional networks. Both SIO Leader A and B affirmed they already do 
this, and SIO Leader A suggested there was greater need for a recruitment strategy focused on 
underrepresented students or tracking how applicants heard of the MAS Programs.  
DDI: Okay. So what is measurable? How will you measure this goal? 
SIO Leader A: I think you can look at the number of applications that are from URM students, 
compared to past years or the percentage potentially. I mean, ideally, you'd be able, we would have 
something in an application that says, like, tell us where you heard about us. That would be cool. I don't 
know if there's any, kind of like, tracing that happens...I think there's not. But that would be really useful 
data. Because we could do more of whatever it is that, whatever that thing is, that works and gets more 
people to apply. 
DDI: Okay. So, is this something that's within your sphere of influence? Something that you all 
could do?  
Risa: I think it is. 
DDI: Who would be responsible for doing this? 
Participants: [Pause] 
Risa: I think it's going to be me. 
Participants: [Laughs] 
SIO Leader A: I don't know if the tracing, like the, ‘tell us where you heard about us’, is because 
that's not on the application. Although, we could ask if it could be? I think other people should 
want that too, right? 
SIO Leader C: Yeah, I think so. 
SIO Leader D: Yeah, that can be, that can be added. 
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DDI: And then does this address one of the core tenants: access and success, campus climate, or 
accountability?  
SIO Leader A: Yes. 
DDI: And then time now, when would this happen? When could you foreseeably see something 
like this happening? 
SIO Leader A: I think probably like spring or something...I mean, it's wholly, not wholly 
dependent, but it depends a lot on Risa's workload. You know, we, we would work together on 
it, but the actual like, doing of the things, right, is on Risa, and admissions time is a really busy 
time for you. 
This session was impactful as participants deeply wrestled with personal responsibility and how 
to activate around the challenges they had previously identified. Session Three involved significant 
discussion of nuanced issues facing the MAS Programs, but as the workshop agenda moved to identify 
specific actionable goals each participant could commit to developing in the last session, participants 
had difficulty engaging with and completing the task. They had initial difficulty brainstorming any SMART 
goals as they felt the problems were “too big” and outside their spheres of influence. With the DDI’s 
help, the group was able to agree on two SMART goals, both of which fell inside my sphere of influence 
and I would be primarily responsible for.  
This session was powerful for me as a participant and researcher because I quickly recognized 
the dynamics described in educational literature at play: our group could name systemic inequities and 
opportunities for growth, but had challenges taking ownership or accountability for them in a way to 
enact organizational change.  
Session 4: Develop & Support. The final session of the Scripps LEADS workshop had an 
opportunity to develop a SMART goal specifically focused on imposter syndrome and mental health 
programming that, ultimately, did not materialize. The conversation around this opportunity is 
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important and I chose to include most of the transcript because I believe it helps demonstrate the 
hesitation around institutional accountability, the individualization of student support, and the 
Whiteness phenomenon positioning equity work as important, but not urgently prioritized (Poon, 2018).  
The conversation surrounding imposter syndrome arose as participants reflected on the SWOT 
analysis and whether there were remaining ideas to be developed. Multiple participants reflected on 
how to identify and support struggling students, both academically and emotionally, as SIO Leader A 
pointed out, “Almost always, when we do have students who have academic challenges, beneath the 
surface, there's something else right? Like, so I, I was interpreting the question more about emotional 
stuff, emotional well-being, mental well-being.” 
When working with students who may be struggling emotionally, SIO Leader A described their 
case-by-case process of communication with the student, staff members such as myself, and referring 
students to on-campus support systems like Counseling and Psychological Services (CAPS) or the Office 
for Students with Disabilities (OSD). When asked if this was an efficient process, they exclaimed: 
I don’t know how else to do it. It’s not efficient. It takes a lot of time. But I want this, we want 
the student here, we want the student to succeed...they struggled with confidence and 
imposter syndrome and so we just like, spend a [lot] of time on it. 
The DDI asked whether the MAS Programs offer programming addressing imposter syndrome, 
and SIO Leader A affirmed, “we name it, we say that it exists”. They emphasized normally, they “handle 
more on a case-by-case basis” by meeting with the student and affirming the student’s belonging in the 
program, but they haven’t integrated workshops on imposter syndrome as “it’s not something everyone 
experiences”. The DDI asked whether this could be a possible SMART goal or “a program enhancement 
that you want to implement?” 
SIO Leader A: “I don't know. I'm still thinking about it.  
DDI: Okay. 
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SIO Leader A: Because it's not for everyone, right? 
DDI: But it also is for folks that you don't know that it's for. 
SIO Leader A: For sure  
DDI: One of the things we found is that, when you focus on addressing the folks that are in need 
and providing resources that benefit them, but providing that to all students, it actually benefits 
all of those students, right? They all have better outcomes. 
SIO Leader A: Yeah, no, that's all useful. I appreciate all that, [DDI]. Thank you for sharing that. 
Again, this is not an idea that just, like the light bulb just went off at this moment. Risa and I 
have talked about it quite a bit. And it's one of those things that we've talked about integrating. 
. . . I hear you saying that it's a benefit to everybody, even if they don't know it. . . . So I agree, 
this could be one of those things. And the truth is, yeah, it's something we've talked about and 
it's still something I would like to integrate in, but we haven't yet. 
DDI: And what do you think your hesitancy is in, in moving forward with it? 
SIO Leader A: Limited time for content, exposing them to everything we want to expose them 
to, especially in COVID times. We don't have, like, having them read a reading that we don't 
spend a lot of time talking about would be an easy way to sort of shift into it. . . . And, and 
sometimes when we do things that feel a little bit outside, they're just like, what is this? You 
know, like, why does this belong here? And especially when it's more like...yeah, emotional type 
stuff, you know? That said, like, again, I, I'm not against it. I haven't decided not to do it. I think 
we would like to do it, but we haven't yet.  
DDI: This is that time to say, okay, what does a SMART goal look like around that effort, right? 
You normally don't get the time both to think about these things strategically and then 
translate them into action. 
SIO Leader A: Oh, and to be clear, I didn't mean my time, I meant time that the students...that 
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time we have with them. 
DDI: No, yeah. . . .I get that. But I'm also saying for you, now is time for you to think through 
what that would look like. Right? And where something like that might come into play in the 
grand scheme of things. 
As the Scripps LEADS workshop came to a close, this interaction is insightful in that it 
demonstrates much of what previous academic literature described surrounding institutional 
accountability. This participant describes a highly time-intensive, “case-by-case” process of supporting 
struggling students, rather than examining what may be wrong within the institutional environment 
itself (Kuh & Love, 2000; Gassman & Arroyo, 2014). Additionally, although they recognized the 
importance of mental health support for students and wanting to institutionalize more “action behind 
the words”, when encouraged to activate around more inclusive programming, this participant felt this 
SMART goal was not feasible at this time. This phenomenon is not new nor uncommon. Dr. OiYan Poon 
(2018) specifically discusses this chronic tension between an institution’s stated commitment to social 
justice, and “a persistent resistance among student affairs and higher education professionals to 
systematically analyze and transform higher education systems in ways that account for organizational 
realities of racism and settler colonialism” (pp. 13–14; Ahmed, 2012).  
Overall 
 During the 4 weeks of the Scripps LEADS workshop, Scripps Department leaders engaged in 
robust, generative conversation on challenging topics surrounding student access and success, campus 
climate, and institutional accountability for the MAS Programs (Session 1). Participants began the 
workshop wanting to better support diverse and BIPOC students once enrolled at Scripps, improve 
admissions processes, and seeking to put “action behind the words” in advancing systemic change. Over 
the next 3 weeks, however, the group’s focus moved away from student data (Session 1) and centered 
on an acute sense Scripps’s faculty and senior leadership are not invested in the MAS Programs’ success 
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overall (Session 2-4), pointing to the lack of institutional support and the inability to fundraise 
independently. Although the group had opportunities to develop tangible actions within each of their 
spheres of influence, challenges were either seen as “too big” for them to address or were delegated to 
me (Session 3). Significantly, there was marked hesitancy around strategizing on mental health 
programming, simultaneously exemplifying many of the characteristics of organizational avoidance 
described in academic literature (Session 4).  
Through Scripps LEADS workshop, some participants shared they found the sessions “very 
enlightening” with greater insight into the MAS Programs’ processes and unique challenges, and others 
remained deeply disheartened by a sense of general lack of institutional support for the MAS Programs 
themselves. One participant shared in their final reflection: “I hope someone does something” (Session 
4), a poignant and hopeful sentiment acknowledging change is needed, but ultimately relies on 
someone else’s action towards unspecified goals, rather than personal ownership and reflexive work.  
Ultimately, the sessions turned into a conversation about support for the MAS Programs, 
instead of support for the underrepresented and minoritized students enrolled in them. While certainly 
related, this is an important distinction as it hindered the groups’ ability to remain focused on their 
spheres of influence and what they could tangibly do to strive towards improved student outcomes. 
Despite robust and generative conversations, this attempt at organizational awareness was not 
successful in producing individual action items or tangible timelines for next steps.  
Cycle 3: Self-Reflection and Meta-Analysis of Content, Process and Premise 
Construct 
Ultimately, I want this research project to inform and improve upon my own practices. 
Therefore, I needed a way to consistently and organically capture my reflections throughout the process 
of constructing, planning, taking action and evaluating cycles 1–3 of this project.  
Plan Action  
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After reading multiple other action research projects using a similar technique, I decided to 
formalize journaling as a third cycle in and of itself. This cycle will consist of my personal journaling on 
both the meta-analysis of the action research (content, process, and premise), as well as my own 
emotions, revelations and ideas throughout the process of Cycles 1–2. 
Take Action 
I bought a journal specifically to use for this action research project. I began journaling on 
November 6, 2020 and continue to write in it at present. As a conclusion to my action research project, I 
intend to use my research results to reflect on my positionality in the MAS Program, Scripps 
Department, and UC San Diego community.  
Evaluate Action 
I found journaling to be a powerful way of gauging my own growth through this project. I am a 
verbal processor and find writing a grounding technique to sift through my thoughts and emotions, to 
make sense of what I am feeling, and seek to identify the root cause of those emotions. I noticed three 
themes arose in my journaling and self-reflection. 
Writer’s Anxiety. Conducting research on this topic and writing a public report I know may be 
provocative is deeply daunting. On multiple occasions I wrote: 
 I’m embarking on this research process that feels simultaneously exciting and nerve 
wracking. I believe in this project and what it will hopefully accomplish...and I’m so nervous 
about how to pull it off. 
I’m nervous about how to write this up...And, how much does this fear or 
trepidation play into the fact this [type of] work is seldom done?.  
Throughout this process, I attempted to hold multiple simultaneous truths. On one hand, I 
wanted to take careful measure not to center myself and my own white fragility through this process. 
However, I think it is also important to recognize my fear and work through it as an important part of my 
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anti-racism journey. If I state I value equity and anti-racism, I have to commit to it, especially when it is 
scary. As I wrote, “This is what I care about. It is a problem and I find it is understudied on an 
organizational level. . . .I chose this topic. I picked something that is messy and deep and very, very hard 
to address. If not now, when?”  
Silos in Equity Conversations. In actively engaging in a research project addressing 
organizational change, awareness and action, I found myself compartmentalizing this work in my 
everyday conversations with my supervisors, who were also participants. In a sense, I felt like our 
conversations about systemic change and opportunities to identify action had to be contained to the 
Scripps LEADS sessions, when in reality, they are accessible to us constantly. I wrote,  
A common characteristic of white supremacy culture is conflict avoidance and niceness. So on 
one hand, me being nervous or unsure how to bring these conversations up outside of LEADS 
contributes to a global ‘white silence’ while also inadvertently tokenizing these conversations or 
making them siloed. Like, we can only talk about MAS strategic planning when scheduled, with 
this group, over there. I say that I want to normalize and dig into these conversations/work 
more consistently, and yet I’m tiptoeing around these topics  
Change Takes Time. Once the Scripps LEADS workshop concluded, I felt deeply frustrated at our 
lack of action and journaled, “we’ve been doing a lot of awareness, a lot of thinking and learning, but 
when the time comes to strategize, implement...nothing”. I wrestled with wondering whether my 
project was a failure but was reminded by critical friends that organizational change takes time, years in 
some cases. I realized I needed to internalize the theory and organizational change models I studied in 
my master’s coursework and truly acknowledge the deep, consistent, long-term commitment this work 
entails. When I also applied an equity lens to this realization, I wrote:  
Perhaps [this is] my opportunity and needed space to stop and reflect. Slow down and 
recognize the slow nature of this work, which is hard for me because in the meantime students 
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are experiencing the results of a racist system. The transtheoretical model (TTM) says one step 
at a time, which feels unacceptable, but perhaps my urgency is also a symptom of white 
saviorism. 
 By journaling through this process, I was able to check myself: anti-racism work is not new, and 
neither is organizational change simply because I now have the vocabulary to describe it. This work is 
important and needed, and I also need to watch and learn how to do this - which is exactly what my 
project accomplished. 
Limitations  
Researcher Bias: Confirmation Bias 
 A widely recognized and pervasive form of researcher bias, confirmation bias occurs when a 
researcher holds preconceived beliefs about their research and inadvertently filters their data through 
this lens to confirm their beliefs. I take ownership of this, especially given the participatory nature of 
action research and the task of investigating my own practices as I seek to “find ways to live more fully 
in the direction of [my] values” (McNiff & Whitehead, 2011, p. 8). Action research depends on authentic 
inquiry into self and change, therefore while I cannot eliminate confirmation bias, I conducted a rigorous 
process of introspection, reflection of my process, and sought input from critical friends and advisors to 
minimize it.  
Convenience Sample 
 Invited participants were individuals with whom I either have close proximity to on a daily or 
weekly basis, or who supervise my work. Therefore, when designing this action research project, I knew 
they would be likely to agree to participate based on our positive relationship and shared interest in the 
topic.  
Challenge of Participant/Observer Role 
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 Throughout the Scripps LEADS workshop, I felt confused and conflicted about my role as a 
participant observer. I wrote in my journal: 
I feel a bit awkward as a participant observer. What does that mean? As a ‘researcher’, I’m really 
curious to see what they come up with. What do they identify and name? Where do they push 
the conversation and needle? But. This is action research and is supposed to be collaborative, 
and I don’t feel I’ve jumped in fully. I am torn between not wanting to ‘sway’ the conversation, 
but also, isn’t that exactly what I’m supposed to do? I feel conflicted and unsure when or how to 
contribute. 
I do not have prior experience conducting research with this role, and therefore did my best to primarily 
listen, participate where I felt it was appropriate or useful, and allow the participants and the facilitator 
to predominantly lead the discussion. 
No Internal Validation for Data Analysis 
 I transcribed and evaluated emerging themes but did not code the data from Cycles 2 and 3 
using a systematic codebook. Additionally, I did not have a collaborator or research assistant to test 
interpersonal reliability of themes I identified. Recognizing this, I made particular effort to ground my 
findings in established and widely recognized literature, specifically focusing on behavior change models 
and anti-racism research. I also regularly discussed my findings with my faculty advisor and critical 
friends to minimize my personal biases or projection as much as possible.  
Snapshot in Time 
 Finally, this work and analysis reflects a five-month process from journaling, to developing the 
Scripps LEADS workshops, to writing this report. Understanding organizational change can take years, 
this report does not capture individual participants’ internal growth and seeds that may have been 
planted for future awareness and action.  
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Conclusion 
The objective of this research was to collaborate with Scripps Institution of Oceanography 
leaders to better understand and improve academic outcomes of underrepresented and minoritized 
Masters of Advanced Studies (MAS) graduate students by focusing attention on departmental 
awareness, self-reflection and strategic action. Towards this goal, I used the Scripps LEADS workshop as 
a tool to facilitate organizational reflection and action, which provided deeply valuable insights into the 
organizational change process and recommendations moving forward.  
The goals of the Scripps LEADS workshop were to: (a) build capacity for EDI conversations, (b) 
support strategic EDI planning, and (c) empower participants to take action within their sphere of 
influence. Given the first two goals, I consider this four-week series a success. Each week, three-four 
members of the Scripps Department team consistently returned to engage in rich, complicated EDI 
conversations regarding the MAS Programs, something that has never been done at this scope or 
intentionality before at Scripps. Additionally, the DDI provided dedicated space and infrastructure to 
support participants’ EDI planning through meaningful facilitation, written group reflections, small Zoom 
breakout groups, and interactive exercises developing a SWOT analysis and SMART Goals in shared 
google docs. Participants were able to think about strategic planning, engage with MAS and Scripps 
student data, ask vulnerable and probing questions, and brainstorm ideas in a collaborative group 
environment that sought to learn from and support each other. However, the final goal - empower 
participants to take action within their sphere of influence - was ultimately met with participants’ 
confusion, hesitation, frustration, and self-described anger. Unfortunately, at the end of the 6-hour 
workshop, participants did not identify personal, specific action items or timelines they could implement 
within their positions of departmental power. I believe the lack of identified action at an organizational 
level can be explained using the transtheoretical model of behavior change. 
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The transtheoretical model (TTM) of behavior change establishes five clear, foundational steps 
that must be followed in sequence to effectuate sustainable change: precontemplation, contemplation, 
preparation, action, and management (Prochaska et al., 1992). Importantly, “action” is a near-final, 
fourth step that must be preceded by three primary levels in which participants must Step 1: recognize 
the need or interest in change, Step 2: think about changing, and Step 3: prepare for change (Prochaska 
& DiClemente, 1983). It is important to recognize that each of the Scripps LEADS participants 
approached the workshop at a different level of self-awareness and interest in both personal and 
organizational change, which impacted the group’s ability to quickly advance to “action”.  
As demonstrated by their participation in the Scripps LEADS workshop and opening reflection 
(see Table 1), all participants were interested in change and identified various types of change they were 
interested in (Step 1: Precontemplation). However, when specific data regarding student retention was 
presented, participants indicated the need to “wait a couple years before even looking at this” and the 
need to “unpack it quite a bit more” (Session 1). Additionally, when the facilitator encouraged 
participants to develop programming around mental health and imposter syndrome, participants 
expressed hesitation and that they needed more time to think about it (Session 4). These two examples 
demonstrate a strong presence in TTM Step 2: Contemplation, and a collective challenge moving to Step 
3: Preparation. Therefore, it is possible that expecting the group to collectively move even further to 
Step 4: Action, without first identifying their current TTM stage and supporting their collective 
advancement to the next stage, is idealistic and inappropriate. Instead, more time should be dedicated 
to continuing these conversations and supporting participants as they progress more confidently 
towards Step 3 and 4: Preparation and Action.  
Recommendations 
“When doing design thinking work around equity, recognize that we are entering into work in 
progress with each other and present that visibly. It’s a form of vulnerability. It’s a form of presenting the 
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unfinished, but thoughtful work we’re doing that invites participation. That’s how we’re going to orient 
our work”. - Dr. Angela Booker, 2021 UC San Diego Enhancing the Black Student Experience Symposium  
The following recommendations center two truths: systemic racism is embedded within our 
institution, like all institutions in the U.S., and requires urgent attention. Simultaneously, organizational 
change is nuanced and slow, with success models that can take multiple years. Therefore, creating 
greater capacity to institutionalize support of underrepresented and minoritized MAS graduate students 
will take time, intentional maintenance, and active personal investment. I offer these recommendations 
as the unfinished, but thoughtful work that can be initiated immediately, bolstered by long-term 
commitments, to create and sustain a culture of anti-racism and inclusive action at Scripps Institution of 
Oceanography.  
Connect and Engage with the SCRIPPS LEARNS Community 
 The Scripps Listens, Engage, Activate, Reflect, Nurture and Support (LEARNS) Community is an 
established, collaborative network of Scripps faculty and staff that meets regularly to discuss equity-
oriented action and provide support and accountability for participants’ individual equity goals. 
Powerfully, this community is primed to encourage progression through the transtheoretical model 
towards action and also helps avoid organizational racism evasion. Therefore, this research recommends 
that participants:  
● Join the Scripps LEARNS community and commit to regularly engaging in meetings and with 
members. 
● Present at least one SMART goal each quarter and solicit constructive feedback. Determine a 
timely and sustainable implementation timeline, and metrics of evaluation. 
● Seek opportunities to build partnerships, de-silo initiatives, and actively support each other’s 
equity goals.  
Require All Meetings with Senior Leadership Include Agenda Item on Scripps LEARNS Progress 
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 Given the rich foundation provided by the Scripps LEADS workshop, all quarterly meetings with 
department cochairs and senior leadership should include an agenda item on the ongoing engagement 
with the Scripps LEARNS community. These conversations should include the following distinct themes: 
current progress, SMART goal development, implementation timelines, methods for evaluation, and 
assessment of success. 
Implement Demands from the “Letter on Anti-Racism from Members of SIO” 
 In November 2020, members of the SIO community composed a letter to the Scripps 
Administration outlining steps for how to embrace anti-racism at our institution. In the span of thirty-
nine specific demands, the letter provides a holistic approach to institutionalizing anti-racist action 
across five domains (see Appendix C). Of these, I have chosen to highlight five demands in two domains 
that I believe are within the MAS Programs’ sphere of influence to implement as official policy: 
Domain: “Culture and Capacity Building” 
i. Implement mandatory anti-racism training. Scripps institutes mandatory in-person anti-racist, 
culture, and diversity training for ALL students, post-docs, faculty and staff to complete once every year, 
beginning Fall 2021.  
ii. Commit to days of learning. We ask that all members of the Scripps community commit to “a 
day of learning” every quarter to engage with diverse perspectives in science and academia, and 
concepts in social justice.  
iii. Provide institutional support for seminars related to the intersections of environmentalism, 
colonization, and race. Compensate these speakers with a modest honorarium as they are often BIPOC 
speakers whose time is at risk of being taken advantage of.  
vii. Abandon cultural appropriation. Terminate practices rooted in cultural appropriation such as 
encouraging the campus to wear “Hawaiian shirts” or plastic leis. Using the culture of Pacific Islander 
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communities as a costume is not appropriate. Instead, we should employ innocuous themes such as 
general beach or ocean themes. 
Domain: “Graduate Student Recruitment & Retention” 
iv. Work to increase the population of BIPOC graduate students in each cohort at SIO to be, at 
minimum, commensurate with California’s demographics by 2025. 
  Again, these recommendations are not comprehensive, but provide a starting point by which to 
progress through the stages of organizational behavior change towards action through peer-based 
accountability and support. Additionally, they draw upon and center the existing expertise of BIPOC 
student leaders and community members at Scripps to elevate specific demands that are actionable, 
relevant, and timely.  
 Ultimately, this body of work has been deeply insightful, challenging, and rewarding on both a 
personal and professional level. I am proud to offer it to the field of higher education to spark further 
institutional reflection and action, as I simultaneously continue to reflect and take responsibility myself. 
As Beverly Daniel Tatum (2017) wrote: “We all have a sphere of influence. Each of us needs to find our 
own sources of courage so that we will begin to speak. There are many problems to address, and we 
cannot avoid them indefinitely. We cannot continue to be silent. We must begin to speak, knowing that 
words alone are insufficient. But I have seen that meaningful dialogue can lead to effective action. 
Change is possible” (p. 342).  
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Given your participation in the Fall 2020 Scripps LEADS workshop, I would like to request your 
permission for me to observe, record and analyze the transcripts from the sessions. I am a Masters of 
Higher Education Leadership candidate at the University of San Diego (USD), and the purpose of my 
research is to explore ways Scripps Institution of Oceanography can become more inclusive in its 
support of underrepresented and minoritized Masters of Advanced Studies (MAS) graduate students, 
knowing that greater inclusivity benefits all. Specifically, this work seeks to understand and improve 
student outcomes by focusing attention on organizational awareness and action, in order to create 
environments in which all students can thrive.  
 
If you decide to participate in this study, you give permission for: 
● Me to observe and audio record the Fall 2020 Scripps LEADS Workshop sessions in order to 
transcribe and analyze the transcripts.  
● Note: Any information provided or identifying records will remain confidential, and all data 
collected will be coded with a number or pseudonym (fake name). Your real name will not be 
used.  
● Note: If you do not give permission, I will delete your comments in the Scripps LEADS Workshop 
transcript and not analyze your participation.  
 
Once again, this permission  is completely voluntary. To confirm your permission, please fill out the 
consent form attached and I will provide a copy for both of our records.  
 
Thank you for your partnership and please let me know if you have any questions. I would be happy to 
chat with you about this any time.  
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Appendix B  
MAS Program Access & Success Publicly-Available Data 
Access & Presence: UC San Diego Graduate Division - Admissions Data Dashboard 
MAS Climate Science & Policy Program            
  
MAS Marine Biodiversity & Conservation Program 
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Access & Presence: UC San Diego Graduate Division - Enrollment Data Dashboard 
MAS Climate Science & Policy Program              
  
MAS Marine Biodiversity & Conservation Program 
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Access & Presence: UC San Diego Graduate Division - Degrees Awarded Dashboard 
MAS Climate Science & Policy Program             
 
MAS Marine Biodiversity & Conservation Program 
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Appendix C 





UC San Diego Black Student Union List of Demands, 2020 
See below 
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“I don’t know if people grasp the extent to which racism has
affected and infected the entire history of this country. It is not a
simple thing. We cannot wish it away. We cannot simply assume
that by doing all kinds of training, [- though very important - that
we will fix the problem.] Racism is deeply ingrained in the
economy. In the school system. In the prison system. And, I would
probably conclude by saying that what we are addressing today
are issues that should have been taken up in the immediate
aftermath of slavery. But they are also issues that should have been
taken up with respect to the colonialization of this part of the
world. The first victims of racism were Indigenous people in this
country.” 
Dr. Angela Davis[1] 
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At Scripps Institution of Oceanography (SIO), our
mission statement is to seek, teach, and communicate
scientific understanding of the oceans, atmosphere, Earth,
and other planets for the benefit of society and the
environment.  As a public-serving oceanographic research
institution, we seek to fuel scientific, social and political
transformations necessary to cope with environmental change
and degradation. We pride ourselves on working for the
betterment of society, but if our research harms or neglects
the society and environment in practice, then it cannot
authentically benefit the society and environment it serves.
 The impacts of our science cannot serve a diverse local and
global society if our institution maintains a culture of
supremacy, complicity, and ignorance that excludes and
oppresses diverse voices.  Our science is deceptive, and
inauthentically “sustainable”, if it extracts and exploits
knowledge, power, and resources from non-white
communities.  The extraordinary resources and privileges
held by our institution come with a tremendous moral
obligation to serve our mission justly.  To this end, we must
attain, create, and disseminate knowledge in a way that is not
only accessible, but restorative to those affected by
environmental injustice.  
Recent events involving the significant loss of Black
life at the hands of law enforcement and nationwide protests
supporting the Black Lives Matter Movement during a
pandemic - that disproportionately affects minority
populations[2] - have prompted various institutions to make
statements condemning acts of racism and the systems that
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perpetuate it.  There is a pernicious irony in these apparent
expressions of solidarity as many of these institutions have
not only perpetuated a racist system throughout at least the
last 400 years, but currently depend on the roots of racism to
function.  Thus, if we are to genuinely condemn and eradicate
racism, then these foundations of power and white supremacy
must be directly and holistically addressed.  
As members of this community, we will hold our
institution accountable to their own words and stated intent to
stand in support of the Black community.  We recognize that,
over the past several months, there have been efforts made by
the SIO Administration to address racism and foster anti-
racism within our community.  And, while we encourage
these conversations to continue and celebrate forthcoming
initiatives, further efforts should be contextualized through
the lens in which we acknowledge that the institution of
science has been complicit in allowing racism to exist and
has helped to preserve white supremacy.
The injustices that the Black community encounters
today are the direct result of chattel slavery.  Although the
Emancipation Proclamation terminated chattel slavery, anti-
Blackness within America not only left members of the Black
community unsupported, but utilized its power to terrorize,
exploit, exclude, and oppress them away from resources and
opportunities for generations (Appendix IV).  This anti-
Blackness fits into the broader context of American white
supremacy, which also systematically oppressed and
exploited other racial and ethnic minorities, including but not
limited to Indigenous, Latinx, Asian American, andPublished by Google Drive – Report Abuse
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multiracial peoples.  This white supremacy allowed racism to
permeate and persist in every institution of the United States,
including the American higher education system and the
Western scientific community generally.  White supremacy
runs deep, stemming from the very foundations on which our
field has been built, in which the pursuit of [a particular kind
of] “truth” has always been given priority over the pursuit of
equity and justice.  It is unknown what life-changing
contributions have been stymied, overlooked, or forever lost
to time, by barring non-white people, women, disabled,
Queer, and poor people from substantively participating in
the scientific enterprise.
Throughout history, injustices have been cloaked
behind scientific progress.  This is pervasive even in the
natural sciences, as colonization and exploitation underlie
many narratives surrounding exploration and conservation.
 There are numerous examples of overt and covert racism in
science which have shaped the academic world in which we
operate, and history[3] has shown that the application of
discoveries in geoscience have the potential to negatively
impact marginalized groups that are excluded from the
scientific process (e.g., mining, fracking, industrial fishing,
[4] geoengineering).
The Appendices[5] of this document summarize just a
few examples of how white supremacy manifests itself in
science, including but not limited to, the medical and
scientific racism that enabled eugenics and anti-Blackness;
colonial practices that still exist in extractive field research
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known as “parachute science” (or “colonial science”);[6] the
modern conservation movement in America, which was
intertwined with the genocide and removal of Indigenous
populations; geological and environmental research that is
often exploited by the same oil and gas companies that
exacerbate the environmental problems we seek to address;
and the fact that the impacts of climate change, biodiversity
loss, and pollution disproportionately burden economically
disadvantaged communities - primarily of color - both on a
national and international scale.  We also address the history
of academic gatekeeping that prevent BIPOC (Black,
Indigenous, and Person of Color) students from accessing
STEM and the history of academic equity, diversity, and
inclusion (EDI) efforts at SIO.[7],[8] 
Racial and ethnic diversity in the geosciences is
particularly lacking.  Of all geoscience doctorates awarded to
US citizens and permanent residents in 2016, only 6% went
to underrepresented minorities (URMs) (who make up >30%
of the US population).[9]  Out of the 5,138 ocean science
PhDs awarded in the US from 1976 to 2016, only 58 were
awarded to Black students.10  The geosciences,
oceanography included, have seen no progress in racial and
ethnic diversity in the past four decades.[10]  These deep-
seated disparities are also reflected post-graduation by the
dearth of prestigious invites, academic honors, and leadership
positions received/held by BIPOC doctorates.[11] 
Scripps is no exception to these trends as our
department is the least racially/ethnically diverse [in terms ofPublished by Google Drive – Report Abuse
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graduate students and faculty] in all of UCSD.[12]  Out of
SIO’s entire graduate student body, only 9.1% of students
identify as Chicanx/Latinx, 4.3% as Black, and <2% as
American Indian/Alaska Native/Native Hawaiian/Pacific
Islander (note that these numbers do not include international
students, whose demographic information is not publicly-
available).[13]  As of 2019, out of >100 ladder-rank faculty
members, less than 14% of SIO’s faculty population are
BIPOC, with the only current Black tenure-track faculty
member hired in 2019 (<1%).  These numbers are simply
staggering, and strike us as more than a statistical anomaly or
“leaky pipeline” problem, instead hinting at the much deeper,
more oppressive history of racism and anti-Blackness in
academia.  SIO’s student, staff, and faculty demographics
underscore that - as is the case with most of American higher
education and western science - SIO has been a
predominantly white institution since its founding in 1903,
and that, despite intentional efforts to improve the situation,
we must do more.
We contend that the lack of diverse voices at SIO is
not only a reflection of the field but a result of gatekeeping
within our own institution.  Our graduate admissions process
prioritizes metrics that are more indicators of an individual’s
race and class than they are of their ability to do science.[14] 
These exclusionary practices lead to a normalization of
“whiteness” and/or “white dominant culture”[15] in science,
creating an unwelcoming environment for BIPOC.  While
access is a significant issue, a poor climate has the potential
to affect the recruitment and retention of admitted BIPOCPublished by Google Drive – Report Abuse
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graduate students.  Of the URM graduate students who
matriculate at SIO, most express lower levels of satisfaction
and happiness, compared to their white peers.[16]  This
attests to the disconnect between the institution’s promises to
support diversity and the unwelcoming environment BIPOC
students, staff, and faculty actually experience at SIO.  Even
in the absence of overt expressions of racism, unintentional-
yet-harmful behaviors such as microaggressions and implicit
biases made manifest by faculty, staff, and students result in
BIPOC members of our community withstanding other forms
of covert prejudice on a daily basis.  These slights may seem
small to some, but to those on the receiving end, the stings of
such prejudice can be enduring and lead to potentially
macroscopic consequences,[17] e.g., feeling unwelcome,
underperforming, leaving SIO, or exiting academia
altogether.
In the last decade, efforts to increase ethnic and racial
diversity at SIO have garnered some momentum.[18] 
Though the task to increase EDI should be collectively
shared by everyone at our institution, these important efforts
disproportionately fall on BIPOC students, staff, and faculty.
[19]  This is particularly problematic because EDI work
(such as the creation of and participation in committees, task
forces, and diversity trainings) often goes unrecognized and
uncompensated, leading to more labor for BIPOC scientists
on top of their normal workload.  Not to mention that EDI
work can take a heavy emotional toll on its practitioners.
 Anti-racist work within our institution must be a shared goal
of our community, that is reflected not only by ourPublished by Google Drive – Report Abuse
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statements, but with our practices, actions, and the culture
itself.
In addition to diversification and cultivating a climate
that allows BIPOC to thrive, all students, staff, and faculty
should adhere to and sustain a culture in which 1) diverse
scientific perspectives are embraced and respected, 2)
attitudes and behaviors resembling white supremacy are
rejected,[20] 3) and any environmental harm and exploitation
through research is prohibited and/or at the very least,
acknowledged and minimized.  We must move forward with
an understanding that anti-racism is inextricably linked to
decolonization.  If we are to represent an institution that
benefits the society and environment holistically, then we
must look within to move forward.  In this spirit, we outline a
List of Demands for our institution.
The call for an intentional deconstruction of racism
and white supremacy is particularly significant in the face of
rapid environmental degradation.  The intersection of race,
class, and climate resiliency cannot be ignored as the impacts
of climate change will have disproportionate effects on
marginalized and BIPOC communities.[21]  Similarly, the
effects of ecosystem collapse, exacerbated by climate change,
are felt most strongly among Indigenous communities or
communities with limited access to capital.[22]  It is
imperative that the next generation of leaders in climate
science and advocacy, geosciences, oceanography, biology,
and policy are not only profoundly aware of these
intersections, but are also comprised of voices from diverse
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backgrounds.[23]  Our institution will thrive with a culture
that values EDI and which places a stronger emphasis on
anti-racism and decolonization in/of both our science and our
minds.
Scripps has led globally in understanding and
protecting our planet for over a century, producing renowned
leaders in oceanography and geoscience.  Advocacy for
groups affected by antisemitism[24] and sexism has been a
crucial part of this legacy.  But this is not enough, there is
still much work to be done.  We must continue to lead the
field by internalizing and institutionalizing anti-racism at SIO
to create and sustain a culture that students, post-docs,
faculty, staff, and alumni can take pride in for generations to
come.  To this end, we ask that relevant members of SIO
Administration provide its students, staff, and faculty with a
written document by March 20th, 2021, specifically
addressing each of our demands and outlining how and when
these changes will be made such that, as an institution, we
can meaningfully live up to our mission.
Demands
As members of the SIO community, we present our demands
to address our grievances with the institution.  These
demands are largely consistent with those made by BIPOCPublished by Google Drive – Report Abuse
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graduate students and their allies at similar institutions,
including UC Santa Barbara[25] and the Massachusetts
Institute of Technology (MIT).[26] 
Following the lead of graduate students at UCSB’s EEMB
department,[27] we borrow from equity leaders[28] across
disciplines[29] when we use the term demand.  We use
‘demand’:
To elevate the attitudes and values associated with
contemporary liberation movements in solidarity
with our BIPOC colleagues, students, staff, and
mentors;
To authentically center the historical struggle that
BIPOC experience[30] when fighting for adequate
resources against a backdrop of competing
interests;
To disrupt the (overt/covert) oppressive impacts that
academic research[31] has on marginalized
communities around the world; and
To highlight that recognizing the humanity and
experiences of our BIPOC colleagues is not
something we are willing to compromise on.
Our demands are divided across five domains:
I. Culture and Capacity Building
II. Graduate Student Recruitment & Retention
III. Undergraduate Student Recruitment & Retention
IV. Hiring Practices for BIPOC Faculty, Post-docs &
Staff
V. Environmental ResponsibilityPublished by Google Drive – Report Abuse
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We request the following:
All members of SIO Administration provide a signed public
response acknowledging this letter by January 8th, 2021.
 The letter should reference each domain detailing how
actions will be distributed among individual faculty members
and administrators, including accountability measures for
faculty who refuse to participate in this process.  If consensus
on a singular response is not reached by January 8th,
individual members of the Administration can prepare
alternative statements.
By March 20th, 2021, we request a publicly available action
plan that details responses and timelines in addressing each
demand to serve as accountability.  We recognize the current
financial limitations presented by COVID-19 budget
reductions, and understand the implications of this on any
proposed timeline.  We ask that any labor contributed to the
drafting of these timelines be distributed fairly amongst
members of the Administration addressed in the letter.  Any
disregard for our requests would signal to us indifference on
behalf of Scripps’ Administration towards the voices of the
undersigned (BIPOC students, staff, and faculty, and their
allies).  Conversely, a thorough and positive response to these
demands would demonstrate the Administration’s
commitment to promoting anti-racism within our institution.
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I. CULTURE & CAPACITY BUILDING
i. Implement mandatory anti-racism training.  SIO
institutes mandatory in-person anti-racist, culture, and
diversity training for ALL students, post-docs, faculty
and staff to complete once every year, beginning Fall
2021.  Learning how to become actively anti-racist is
imperative to increase the of retention of BIPOC
students, post-docs, faculty and staff at SIO, and are
crucial to understanding how to mentor students from
all backgrounds.  This training could be instituted by
an independent anti-racism organization, such as Race
Forward, and potentially collaborative with main
campus resources.  This is of particular importance
for faculty, post-docs, and graduate students
participating in any admissions, faculty search, or
tenure committees.  In order to eliminate bias in
evaluations, the annual training should thus be a
requirement for participation in any hiring and
admissions committees.  Additionally, these trainings
are crucial to understanding how to mentor students
from all backgrounds, and thus should be a
requirement for faculty members (who mentor
graduate students) and graduate students or
postdoctoral scholars (who mentor undergraduate
researchers).
ii. Commit to days of learning.  As scientists, we know
there’s always more to learn.  We ask that all
members of the SIO community commit to “a day of
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learning” every quarter to engage with diverse
perspectives in science and academia, as well as
concepts in social justice.  This day serves primarily
as an opportunity to look within and self-teach,
largely in an unstructured sense, since there is no
substitute for conducting your own research and
coming to your own conclusions on these topics.
 This day of learning should involve individual
learning, community seminars and events (such as
SIO’s forthcoming ACCESS Justice initiative), and
discussions to help foster a more well-read, broadly
informed community of leaders that are equipped to
engage with current and future intersectional and
global environmental issues.
iii. Provide institutional support for seminars related
to the intersections of environmentalism,
colonization, and race.  Compensate these speakers
with a modest honorarium as they are often BIPOC
speakers whose time is at risk of being taken
advantage of.   
iv. Modernize courses that satisfy the ethics
requirement to address EDI issues.  Ethical science
must also be just, equitable, diverse, and inclusive
science.  To fully address the ethical issues graduate
students will face as scientists, the ethics course must
include material that covers implicit bias,
microaggressions, mentorship, barriers,
environmental racism, and environmental justice
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v. Formally support faculty EDI work and the
development of EDI-related curricula.  Provide
financial support for time spent on EDI work,
including the development of new coursework and
curricula, and acknowledge all EDI related work in
the faculty evaluation process.  This may involve
including an evaluation of each faculty member’s EDI
efforts in all tenure review files or establishing a
quantifiable system for tracking faculty activity on
EDI initiatives.
vi. Hire additional full-time EDI staff.  In addition to
the eight EDI fellows and the EDI faculty/staff
liaisons, we ask that SIO invests in supporting our
BIPOC students, post-docs, and faculty by hiring at
least two permanent staff members by 2025 to
support the SIO Director of Diversity Initiatives
(Keiara Auzenne).  At least one staff member should
be hired as soon as the hiring freeze is removed.
 These additional staff members will advance EDI
efforts at SIO by helping to implement the demands
in this letter.
vii. Abandon cultural appropriation.  Terminate
practices rooted in cultural appropriation such as
encouraging the campus to wear “Hawaiian shirts” or
plastic leis.  Using the culture of Pacific Islander
communities as a costume is not appropriate.  Instead,
we should employ innocuous themes such as general
beach or ocean themes.
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viii.Fully support the demands made by the Black
Student Union (BSU)[32] to the broader UCSD
Administration.  Advocate for the demands made in
the 2020 BSU Demands Campaign, and release a
statement on the SIO website in support of the BSU
demands relevant to SIO’s Black students, staff, and
faculty.  For example, BSU demands regarding
recruitment, retention, faculty, and tenure are directly
supportive of demand II.iv. listed below.
ix. Establish a relationship with scholars from the
UCSD Ethnic Studies Department.  With the help
and guidance of experts in UCSD’s Ethnic Studies
Department, SIO should seek to develop a seminar
series that highlights Indigenous knowledge with
financial compensation for presenting faculty and
graduate students.  Additionally, support the design
and development of graduate and undergraduate
courses that bridge the intersections of
environmentalism, the impacts of colonization, and
race. 
x. Strengthen partnerships with communities of color
in the San Diego area, and protect existing
networks in the face of COVID-related budget
cuts.  Protect and increase financial support for
ongoing community partnerships with local K-12
schools in BIPOC neighborhoods throughout San
Diego.  A sizable portion of these funds might go
towards networks that already exist, such as SIO-
SCOPE, the Rosa Parks Tutoring Program, and the
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Birch Aquarium, as well as external institutions such
as the Ocean Discovery Institute.  Across all
programs, emphasis should be placed on forming and
maintaining long-lasting relationships with students,
and providing resources that will support access to
graduate school at SIO.
xi. Acknowledge communities we benefit from in
research publications, presentations, and
discussions, and work towards collaborative
research partnerships.  SIO makes it mandatory for
researchers to publicly acknowledge when conducting
research on land that is not their own, and consider
potential impacts of their results on these
communities. We propose Administration create a
buffer against the negative impacts of parachute
science[33] by ensuring communities are
compensated financially, intellectually, and
academically. SIO should institute resources on
campus and provide training and/or consultations to
researchers as necessary in order to encourage a
synergistic approach, encompassing community and
institutional efforts.
xii. Initiate conversations with Indigenous and Native
peoples/groups/institutions (e.g., Indigenous
faculty and staff, leaders at UCSD’s Intertribal
Resource Center, local Kumeyaay leadership) to
end the erasure of Indigenous groups and
reallocate resources towards Indigenous-led
endeavors.  Members of Scripps’ Administration
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should work with Native leaders on UCSD main
campus, including students, staff, and faculty, as well
as members of San Diego’s Native community, to
accomplish this goal. Funds should be allocated
towards these conversations and related projects. 
xiii.Acknowledge our presence on Indigenous land,
work to honor NAGPRA (Native American
Graves Protection and Repatriation Act), and
actively work towards returning Kumeyaay land
to the Kumeyaay community.  Members of Scripps
Administration should research what a land
acknowledgement might consist of and consider
publishing a land acknowledgement on its
departmental website after consulting with the
appropriate persons/groups.[34]  Beyond that, the
Administration should work towards addressing
concerns related to NAGPRA and returning land from
the Scripps Coastal Reserve to the Kumeyaay. 
II. GRADUATE STUDENT RECRUITMENT &
RETENTION
i. Streamline the process for applying for an
application fee waiver.  Prominently feature the
waiver application on the graduate application and
promotional materials.
ii. Permanently eliminate standardized testing.
 Traditional standardized tests, such as the GRE, arePublished by Google Drive – Report Abuse
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often biased against underrepresented minorities and
historically-excluded people, and provide scant
indication as to whether or not a student will excel in
graduate school.[35]  We commend the
Administration in supporting the SIO Graduate
Student Body Petition to Remove the GRE from
Graduate Admissions[36] for the upcoming year, and
strongly encourage retaining this stance permanently
in subsequent academic years, in favor of moving
toward other mechanisms of assessing knowledge and
scientific potential.  
iii. Provide relocation grants and lobby the university
for more than two years of university housing for
BIPOC, LGBT+, and disabled students, who often
face housing discrimination.[37] 
iv. Work to increase the population of BIPOC
graduate students in each cohort at SIO to be, at
minimum, commensurate with California’s
demographics by 2025.  Currently, BIPOC students
are severely underrepresented within the Scripps’
graduate student body.[38]  In an effort to achieve this
demand, we recommend the following:
a. Institute targeted 2-5 year departmental
fellowships to be awarded to BIPOC
graduate students at the time of admission.
 In order to recruit and retain a higher number
of BIPOC students in academia, the
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department should pursue both internal and
external fundraising as necessary to develop
targeted departmental fellowships for BIPOC
students.  Since graduate student enrollment is
often constrained by funding availability,
faculty will be more likely to actively recruit
and retain qualified BIPOC applicants if these
fellowships are made available.  This demand
is consistent with the following
recommendation made by the External
Committee in Section IV of their 2017 report:
[39] “... we urge the Administration to
continue efforts to provide first-year
fellowships for all students.”  Purview over
these awards should be given to the graduate
students that form the Diversity Admissions
Committee.
b. Increase non-fellowship support of BIPOC
graduate students.  More often than not, SIO
does not directly invest in the BIPOC graduate
students it admits.  Instead, BIPOC graduate
students at SIO are disproportionately “self-
funded” in the sense that they come with 3-5+
years of external fellowship funding.
 Meanwhile, a greater percentage of non-
BIPOC students at Scripps are supported
through PI grants or TA-ships.  In addition to
awarding SIO fellowships to BIPOC students
at the time of admission, we encourage the
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department and graduate student advisors to
allocate non-fellowship funds to BIPOC
students commensurate with non-fellowship
funds allocated to non-BIPOC students.
 Admissions committees should deliver both
admissions data and funding sources for
incoming students, broken down by ethnicity
and race, to the appropriate members of SIO’s
Graduate Department and/or EDI staff.  In
general, all SIO graduate student admissions
committees should work to provide greater
transparency surrounding the nature of
graduate student acceptance/denial on the
basis of funding.
v. Increase transparency for departmental
examinations.  Clearly outline the expectations and
requirements for passing departmental exams, e.g.,
publish evaluation rubrics in the SIO Student
Handbook.  Additionally, make transparent what set
of circumstances would lead to a conditional “pass”
or “fail” of departmental exams, and what the options
and consequences are for students who receive a
“conditional pass” or “do not pass”.  
vi. Release a department statement in support of
COLA.  A cost of living adjustment (COLA) will
help BIPOC students thrive at UCSD.
vii. Ensure that faculty and staff consult with the
Office for Students with Disabilities when
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appropriate.  Incorporate information regarding
Office for Students with Disabilities policies,
procedures, and resources in existing mandatory
trainings so that faculty can recognize and respect
possible symptoms of mental, cognitive, physical, and
domestic violence health issues.  Additionally,
conduct an annual student survey to determine
whether needs are being met.
viii.Construct a transparent, quantitative system to
actively deter faculty abuse of power.  Design a
quantitative system where graduate students can
report abuses of power[40] without fear of retaliation.
The objective of such a system would be to aid in the
definition and determination of  “adequate cause”
warranting the dismissal of tenured and non-tenured
faculty, and to deter repeated abuses of power, which
is not accomplished by the system that is currently in
place.
ix. Assign supplemental sensitivity trainings to
faculty/researchers flagged for harassment and
mistreatment.  The faculty/researchers flagged to
complete this training will be determined by annual
anonymous survey results from students and faculty
(e.g., the annual advisor/advisee form).  This
supplemental sensitivity training should be specific to
the nature of the misconduct/mistreatment.  We ask
that there be some amount of transparency
surrounding this process, including the number of
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faculty/research members that are assigned training as
well as the percentage (%) of those who complete it.
III. UNDERGRADUATE STUDENT RECRUITMENT
& RETENTION
i. Increase scholarship opportunities for
BIPOC undergraduate students.  Earning a
scholarship at the undergraduate level immensely
boosts one’s chances of a successful career in the
sciences.  Thus, we demand that SIO increase the
number of scholarship opportunities available to
current BIPOC undergraduate students enrolled in the
three majors offered by SIO, roughly commensurate
with undergraduate student enrollment.
ii. Fund and support outreach programming to
BIPOC undergraduate students.  With the ocean
being less accessible to communities of color, some
BIPOC undergraduate students may not have been
able to foster a relationship with the ocean and may
not know that this is an option for them.  Allocating
funds for program opportunities through existing
organizations, such as WMIS or UCSD’s OASIS
Program, for current BIPOC undergraduate students
would promote these opportunities and encourage
more BIPOC interest in the ocean sciences.
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iii. List all available undergraduate positions and
create a formal application process.  Eliminate
hiring practices rooted in networks of power by
listing all openings for undergraduate research
assistants.  Make this process transparent and
accessible to all - too often BIPOC students are
unaware of how to get involved with research.
 Additionally, undergraduate research positions are
sometimes awarded solely on the basis of
approaching PIs - which excludes those who are not
in communities with knowledge of entry points into
science.  By making all undergraduate research
positions paid and primarily accessible through a
formal application process, the entry point into
research will be clarified and implicit and structural
biases against BIPOC students will be reduced.
iv. Commit to paying all undergraduate researchers
by providing a pool of funding commensurate with
SIO undergraduate enrollment.  For many, the
access point into a career of scientific research is
joining a lab as an undergraduate student, where one
often starts out as an unpaid laboratory volunteer or
receives credit hours in exchange for one’s time.
However, for many BIPOC students - who are
disproportionately from lower income families - this
is not feasible.  We support the Administration's
recent proposal to end all unpaid undergraduate
positions, and emphasize that all undergraduate
student researchers must be paid for their labor to
create an equitable playing field in which everyonePublished by Google Drive – Report Abuse
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has the opportunity to join the scientific community.
 This may be accomplished by instituting additional
programs and scholarships through UCSD Academic
Enrichment Programs and/or allocating external
funds. 
IV. IMPROVE HIRING PRACTICES FOR BIPOC
FACULTY, POST-DOCS & STAFF 
i. Prioritize EDI efforts in new hire applications.
 Commit to changing the culture within SIO by using
the EDI statement provided in faculty applications as
the first filter, instead of the last consideration, similar
to the hiring methods employed by UC Berkeley.[41] 
Leadership and lab culture generally starts at the top.
 Thus, efforts to implement EDI initiatives should be
considered an integral component to a PI’s work.
 Everyone involved in the hiring process should
receive training on how to evaluate EDI statements.
 Applications where the candidate has not been
previously committed to EDI initiatives or
thoughtfully outlined how they will promote diversity
and inclusion at SIO should be withdrawn from
consideration.  This should be a joint decision (equal
voting share) with a committee composed of graduate
students, as faculty hires hugely impact graduate
student professional development and the overall
culture at SIO with regard to EDI.
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ii. List all available post-doc positions and institute a
formal application process.  To eliminate hiring
practices rooted in networks of power, make the
process for hiring post-docs transparent and equitable
by posting all job openings and ensuring a formal
application process.  Post-doc positions are often
distributed among selective email chains or through
networking at conferences, which cuts off a huge
swath of potential candidates.
iii. Support relocation grants for post-docs.  The
institution should provide these funds when
necessary.
iv. Work to increase the population of BIPOC faculty
at SIO to be, at minimum, commensurate with
California’s demographics by 2030.  SIO
acknowledges that the current practices for hiring
faculty are neither fair nor transparent but instead
rooted in networks of power.  Developing an
intentional broader outreach plan to existing pipelines
must be set into motion to make the hiring process
more equitable. 
v. Heed student input on future faculty hires.  Since
new faculty hires directly impact graduate students
and the overall culture at SIO, allow students to read
applications for new faculty positions and have a vote
in both selecting interview candidates and those that
are ultimately hired at SIO.  Currently, student hiring
committees spend countless hours soliciting,
generating, and providing feedback.  While wePublished by Google Drive – Report Abuse
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appreciate the opportunity to provide input, that input
can be and often is completely disregarded in final
decision making.
vi. Ensure that incoming BIPOC faculty and staff are
well-positioned for success through a detailed plan
for cluster hiring and equitable allocation of
department resources.  Commit to more diverse
cluster hires of faculty and staff to reduce feelings of
isolation and avoid tokenization of individuals from
underrepresented groups.  This effort may benefit
from shifting away from sectional hiring and towards
institutional hiring.  In addition, SIO should identify
and eliminate bias in the allocation of startup funds,
lab space, prioritization of lab construction, etc. to
new hires.
V. ENVIRONMENTAL RESPONSIBILITY





i. Acknowledge environmental harm, extraction, and
exploitation of materials and resources done in
conducting research and ensure ethical
procurement and practices when possible. 
Encourage faculty to assess the environmental and
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social harm produced by research (including, but not
limited to, the use of fossil fuels) or any materials
necessary for said research.  Faculty, post-docs, and
students should include statements in publications and
presentations acknowledging and justifying those
methods over less harmful alternatives.  Embrace any
opportunity to avoid further environmental and social
harm when possible.
ii. Establish sustainable practices within SIO.
 Allocate a pool of funding to hire either one full-time
sustainability staff member or several graduate and
undergraduate students as sustainability ambassadors.
 Staff or ambassadors will work to codify and
maintain pre-existing campus sustainability
operations (including, but not limited to, SIO
composting), as well as implement new infrastructure
such as zero-waste practices, energy-use monitoring,
and water-saving controls.
iii. Encourage divestment from fossil fuels and
require transparency about research funding from
the fossil fuel industry.  Create awareness among
faculty of the opportunity to divest their 403B/457B
UC retirement plans from fossil fuels and invest in the
UC Social Equity Fund.  Additionally, require SIO
faculty to disclose all fossil fuel industry funding,
similar to how biomedical sciences researchers
disclose their pharmaceutical industry support. 
iv. Release a statement calling on the UC Regents in
support of UCSD Green New Deal (GND)Published by Google Drive – Report Abuse
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initiatives.  This statement should address the need
for the Chief Investment Officer to provide full
transparency on fossil fuel related investments, divest
from all funds exposed to fossil fuels and companies
related to the exploration, extraction, transportation,
and refining of fossil fuels, and to refrain from
reinvestment in the future.  This statement should also
call on the Regents to develop policy on oversight of
funding from the Fossil Fuel industry, similar to the
policy developed on Tobacco. 
v. Release a statement supporting other initiatives of
UCSD Green New Deal.  Support the UCSD GND
campaign for a competitive call for proposals from
banks to provide commercial banking services at
UCSD, with transparency on how the banks’ fossil
fuel investment policies and actions will be
incorporated in the decision making process.
Additionally, demonstrate support for the 5 Principles
of Emissions Reduction and 35 Concrete
Actions towards decarbonization, teaching, research,
health, and preparedness presented by the Task Force
on the Climate Crisis.
Appendices
I. Examples of Racism Throughout the History of SciencePublished by Google Drive – Report Abuse
Le er on Anti-Racism from Members of Scripps Institution of Oceanography Updated automatically every 5 minutes
3/6/2021 Letter on Anti-Racism from Members of Scripps Institution of Oceanography
https://docs.google.com/document/u/3/d/e/2PACX-1vTDNjHd90IqHx4YxpHt-xYXhT6JIZLlewLG3t3fTeMbfwbpEbLSZq9aeL5jHXaHybxIQgjHkA0dagFS/pub 29/47
Throughout history, injustices have been cloaked
behind scientific progress.  This is pervasive even in the
natural sciences, as colonization and exploitation underlie the
narratives of conservation and exploration.  The field of
natural sciences has many of its roots in colonial England at
the height of Settler Colonialism and the dawn of
Exploitation Colonialism.  The Royal Society, a legacy of
that era (est. 1660), was originally composed exclusively of
white English noblemen.  Examples of the Society members
include famous thinkers such as Francis Bacon and Charles
Boyle, both of whom helped establish experimental norms
and influential paradigms that persist to this day.  While
members of The Society have contributed tremendously to
the scientific body of knowledge we read about and benefit
from, most of this knowledge is borne from a very specific
lived experience and view on the world, in which women,
non-white people, or poor people have little power, input, or
autonomy.
        White supremacy was the driving force during the Age
of Imperialism, often under the helpful guise of “Science”.  It
led to European colonization of “exotic” lands, which were
oftentimes already inhabited, providing European naturalists
a scientific opportunity for exploration.  During these
expeditions, describing the natural world and naming new
species was accompanied by usurping land and extracting
resources with little to no consideration given to those who
already occupied that land.  Although this form of
colonialism by expanding one empire has been largely
discontinued, it has left deep scars across colonized regionsPublished by Google Drive – Report Abuse
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of the world (i.e., disenfranchised territories and developing
countries), and its effects continue to manifest today.[43]
Present and former colonies are still healing economically,
politically, and socially from the adverse effects of
colonialism.  Moreover, the imperialistic nature of field
research is represented today by the demographics of natural
scientists in recent history and the practice of what is known
as “parachute science”.[44]  Parachute science is
characterized by extractive research that uses the land,
knowledge, and resources of local and Indigenous
communities to gain accolades or financial support without
giving back to or supporting the local/Indigenous
communities that it benefited from.[45],[46]  One study
found that at that time, 60-70% of researchers from
“developed” countries did not acknowledge contributors
from “developing” research locales as co-authors on their
publications.[47]
In the context of anti-Blackness, scientific racism was
the myth of Black inferiority that justified oppression, slavery
and use of black bodies in science.  Eugenicists and white
supremacists litter the history of Western medicine with
research that spread the myth of the superiority of the white
race.  In the 17th century, Jonathon Blumebach’s published a
taxonomic system of racial classification in which
“Caucasians” were white people made in God's image
whereas “Ethiopian”, “Mongolian”, “Malayan,” and “red”
races were degenerative forms.[48]  In the mid 1800s,
plantation doctor James Marion Sims routinely experimented
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on enslaved mothers and their children without anesthetic.
[49]  He perpetuated the myth that health disparities between
Black and white mothers, such as susceptibility to newborn
tetanus, were due to laziness and lack of intellectual
capabilities of Black mothers while ignoring the poor living
conditions of enslaved humans. In the mid-1900s, Black
people continued to be extorted in the name of scientific
progress.  Examples include the infamous Tuskegee
Experiment (1932-1972),[50] where African-American men
affected by syphilis were (without their informed consent)
included as test subjects who received placebo treatments
under the guise of free Federal healthcare; and the case of
Henrietta Lacks,[51] a Black woman whose cells were
removed without her permission after being diagnosed with
cervical cancer and receiving failed cancer treatments (1951).
 These stolen cells, now known as HeLa cells, are still widely
used in the biomedical industry.
Geological research is often used to advance the
exploitation of natural resources by oil and gas companies.
[52]  The creation of national parks idealized the heroic
preservation of “pristine wilderness” devoid of "human
habitation", disregarding a long history of Indigenous use and
cultivation.[53]  Following the state-sanctioned genocide of
the Ahwahnechee people in Yosemite Valley during the
Mariposa War, and after years of exploiting the remaining
Southern Sierra Miwok as a tourist attraction, Yosemite
National Park continued slowly and strategically removing
the Indigenous population throughout the mid 1900s.[54] 
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Even the formative years of oceanography depended heavily
on colonization and violence. Scripps was founded on the
stolen land of the Kumeyaay people in the midst of their
genocide and oppression,[55],[56] and like many advances in
science, the modern era of oceanography was spurred on by
the military industrial complex of World War II.[57]  To date,
there is little acknowledgement of Indigenous knowledge of
oceanography or marine environments.
 While climate change disproportionately burdens
communities of color on a global scale,[58] the history of
redlining, gentrification, and other racist policies and
practices exacerbate environmental racism through climate
change nationally.[59]  In the U.S., People of Color develop
health-related issues due to a disproportionately high
exposure to pollutants, as fossil-fueled plants and refineries
are intentionally placed in Black and Latinx neighborhoods.
[60],[61]  Additionally, Black communities are displaced and
relocated to regions that are more vulnerable and lack the
sufficient and effective infrastructure to protect against
extreme weather events intensified by climate change, such
as hurricanes and flooding.[62], [63], [64]
These disparities are evident even within our local
communities within San Diego county.  Barrio Logan is a
historically BIPOC community within San Diego that was
established in the 1920’s when people moved to this area in
pursuit of industry jobs.  In the 1960’s, the I-5 freeway was
constructed tearing down homes and effectively splitting the
neighborhood with the Coronado bridge while also increasingPublished by Google Drive – Report Abuse
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traffic and air pollution.[65]  The community was then
rezoned from residential to mixed allowing businesses, such
as junk yards and warehouses, that are known to release
carcinogenic chemicals to establish in this BIPOC
neighborhood as opposed to others.  In addition, shipbuilding
industries continued to grow contributing to the pollution of
San Diego Bay and the closure of public access.  Barrio
Logan is one of the top 5% communities most impacted by
pollution in California and is the top community in San
Diego County affected by diesel pollution.[66]  Continued
contamination has led to members of this BIPOC community
susceptible to a cancer risk in the 80th to 90th percentile
nationally.[67] 
II. Academic Gatekeeping and Educational Inequality
The way intelligence has been measured, and the way
we currently quantify students’ potential to excel as scientists
during admissions processes, utilizes racially-biased metrics
of success.[68]  Standardized tests such as the SAT and GRE
act as financial barriers to students who cannot afford to take
the tests or spend money on expensive tutors and test prep
materials.  More often than not, one’s score is more
indicative of their socioeconomic status and cultural
background than it is their inherent ability to excel as a
scientist.[69]  Yet GRE scores are still used to determine
admission to SIO admissions.[70]  Resumes are often padded
with unpaid internships that can only be taken by studentsPublished by Google Drive – Report Abuse
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who do not need to support themselves and their families
financially.  Admissions decisions are frequently made
without transparency, behind closed doors, allowing for the
bias of individuals in charge of these decisions to infiltrate
what should be a fair and equal process.  In some cases,
legacy admissions and personal connections are prioritized
by admissions committees, preventing a holistic review of
other applicants.[71]  This exclusive pipeline is largely
impenetrable to students who are the first in their family or
community to apply to graduate school, or for those who do
not have someone to guide them around the coded
language/processes of academia.      
III. History of EDI Work at SIO
   
In the last decade, significant efforts have been made
to increase diversity at SIO.  An external review of the SIO
graduate program was conducted in 2017 and identified
recommendations to improve departmental culture.[72]  In
particular, weaknesses were identified in the mentoring of
graduate students and new faculty, diverse faculty hiring
practices, and effective means to report conflicts, harassment,
and discrimination.  After this review, members of the SIO
student body came together to write and support a
letter[73] on hiring and diversity, which called on the
department to hire faculty more representative of this country
in terms of gender, ethnicity, and other facets of diversity.  In
2016, SIO hired Keiara Auzenne as the institution’s firstPublished by Google Drive – Report Abuse
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Director of Diversity Initiatives, a role dedicated to equity,
diversity, and inclusion (EDI) work across our community.
 Since then, the SIO EDI Team has implemented various
initiatives aimed at recruiting, retaining, and cultivating
diverse talent.  These initiatives are varied in nature,
supporting students, staff, and faculty.  This includes, but is
not limited to, the Scripps LEARNS and Scripps LEADS
initiatives, the ACCESS Justice Initiative, Deep Connections
Initiative, Chat with a Scripps Scientist, and the various
community circles and affinity group meetups.[74]  This
work from the SIO EDI Team has been integral in fostering a
welcoming and supportive environment for BIPOC students,
staff, and faculty in the last four years.  Recently, students
have rallied around EDI initiatives to create gender-neutral
dive lockers, remove the GRE from SIO graduate admissions
practices, and endow fellowships for increased diversity in
diving.  While there is a history of EDI advocacy at Scripps,
there must be a culture shift from the institution as a whole in
how we approach EDI-related issues and continue our work
through the lens of anti-racism and decolonization.
IV. Examples of Anti-Black Racism in America
Gates Jr., H. L. (2019) How Reconstruction Still Shapes Racism in
America. Time. 
Foner, E., Bligh, D., Walker, C. and Nelson, D. (2004) Southern
Violence During Reconstruction | American Experience.
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*Lesson by Malone, S., video content generated by
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2020.
Gross, T. (2017) A 'Forgotten History' Of How The U.S.
Government Segregated America. NPR: Fresh Air.
Ramsey, S. The Troubled History of American Education after the
Brown Decision. The American Historian. Accessed:
Summer, 2020.
Stromberg, J. (2016) Highways gutted American cities. So why did
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Semuels, A. (2016) The Role of Highways in American Poverty.
The Atlantic.
The Drug Policy Alliance. Race and the Drug War. The Drug
Policy Alliance. Accessed: Summer, 2020.
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Friedmann, A. (2012) The Societal Impact of the Prison Industrial
Complex, or Incarceration for Fun and Profit—Mostly
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Introduction 
Rule-following, legal precedence, and political consistency are not more important than right, 
justice and plain common-sense.  
- W.E.B. Du Bois  
 
It is difficult to convey how anti-Blackness and racism permeate  every facet of society. We struggle 
with the enormity of the task to help society understand that Black people are disproportionately 
impacted in matters of economic, social, emotional, and physical welfare, and that we have been 
subjected to over 400 years of intergenerational trauma that continues to affect our families and 
communities, our future possibilities, and our basic humanity as far back as the first kidnapping 
from the shores of Africa to the present, the Jim Crow Era, the rise of Mass Incarceration, Black 
Flight, the resistance to racial terrorism and inequity through the Movement for Black Lives, we 
have fought for full humanity- not only to live, but enjoy, our lives, raise families, secure housing, 
protect our communities, and experience individual and community success without the fear of 
violence, social denigration, hate, and unremtting oppression and subjugation. In order to eradicate 
racism we must “go to the root” (Malcom X, May 20, 1962) of inequity and the denial of Black 
people’s civil and human rights; there within lies white supremacy- through laws, policies, cultural, 
social and professional norms, and everyday events, that make our fight for racial justice and equity 
a  never ending negotiation between oppressed Black folks and white supremacist power 
structures.  
 
Racism is not a new phenomenon.  
 
Racism generates and fosters an unwillingness by significant actors to address its role in ensuring 
that Black people are disproportionately susceptible to state-sanctioned violence including, 
poverty, substance abuse, homelesssness, and illness. It requires an unwillingness to acknowledge 
that the concept of American policing started as “slave patrols” designed to control Black people 
through intimidation. Moreover, racism demands an unwillingness by organizations and governing 
bodies within the United States, educational systems such as the University of California at large, 
and UC San Diego locally, to take action. Until recent events, there has been a familiar eerie silence 
in addressing the impacts of relentless violence and harassment the Black community experiences 








It is the responsibility of the University to create conditions whereby every person that frequents 
its spaces can show up as their full selves and address any issue that’s brought to the forefront with  
 
care. Black people have always, even in the midst of our pain, offered up solutions to the issues we 
face and this letter presents the university with yet another opportunity to be intentional in 
addressing the needs of the Black community.  
 
Within the past decade of the ​Black Student Union’s Declaration of a State of Emergency​, while UC 
San Diego has increased the representation of Black and African people in terms of staff, 
tenured-track faculty and students, more progress is needed. In the span of 10 years, the Black 
Resource Center, the Black Studies Project and African-American Studies Program have been the 
primary spaces the African and Black community at UC San Diego has had to cultivate community 
and create sustainable support for ourselves. This is particularly important as the Black student 
population has never exceeded 3% since the founding of UC San Diego,​ which is the lowest of all the 
UCs​,  and the experiences of violence extend outside of the classroom and into our homes. For 
example, in the 2019-2020 academic year there was a noose in Grad Housing, threats targeting the 
Black community and our spaces of refuge following the Commemoration of Black Winter and 
incidents of zoom bombing where the Black community were subjected to racial slurs.  
 
In addition to the recent campus incidents, the Black community has been coping with the 
(un)expected health outcomes of COVID-19, the continued Black death at the hands of police and 
other actors, economic instability, and vicious racial confrontations that have gone viral. 
Specifically, ​numerous reports​ have shown that the effects of the COVID-19 pandemic 
disproportionately affected under-represented minority communities, which includes a death rate 
drastically higher than any other racial group. These events have impaired Black students’ ability to 
function at high social and academic levels which are expected at UCSD. Indeed,  the chronic mental, 
emotional, and physical health circumstances impacting Black students is enough to topple their 
basic functionality as healthy and emotionally stable young adults.  
 
Additionally, we recognize the impact of these historic moments on Black faculty and staff. Not only 
have Black faculty and staff continued their work during this time, they are bearing additional 
emotional workloads from students, administrative responses to the continued killing of Black 
non-binary and gender conforming folx, men, and women, increased interactions within their 
departments around racism and departmental cultures, and student advocacy. In essence, because  
of their small numbers, just like Black students, our faculty and staff are quickly reaching their 
emotional and physical limits.  
 
With their remaining energy and time Black students, faculty, and staff are forced to assume the 
roles of community activists to demand, not only for the recognition of these events, but solutions 
to addressing and alleviating students’ stress and pain, from individual professors, programs, 
departments, and schools and colleges. In short, campus-wide emails expressing support are 
insufficient without actions that “go to the root” of racial inequity. Because we know that the 
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actions offered to students are not broad or deep enough to address systemic racism at UCSD, we 
have formulated our own list of actions- our own list of demands. 




● The University of California San Diego denounce the killings of Black and African people at 
the hands of law enforcement, to call out white supremacy and its manifestations for what it 
is and avoid using terms such as “people of color” or “communities of color” which fails to 
address the specific realities of African and Black people. 
 
● The University of California San Diego issues a statement calling on prosecutors to demand 
justice and charge those involved in the lynchings, executions, and murders of Nina Pop, 
Tony McDade, Ahmaud Arbery, Breonna Taylor, George Floyd and countless others to the 
fullest extent of the law. 
 
● The Chancellor, the Executive Vice Chancellor for Academic Affairs, and the Academic 
Senate creates a policy that would compel faculty to honor the trauma of underrepresented 
students who are experiencing extreme duress for any crisis be it a matter of public health 
or a direct consequence of global changes in environment. We demand that the policy 
mandates adjustments to department expectations and facilitation of coursework, and 
exams to include but not limited to: 
○ Flexibility regarding departmental and qualifying exams, 
○ Support and leniency for teaching and research assistants which includes reducing 
or excusing the grading workload associated with coursework and exams, 
○ An adjustment to the format, content, or length of expected coursework, and tools of 
assessment, 
○ Asynchronous assignments and exams that enable students to have more time to 
complete the required items, 
○ A no-fault final exam: the final exam grade cannot negatively impact a student’s 
grade. 
Community Safety & Well-Being 
WE DEMAND  
 
● UC San Diego cuts ties with and divests from University of California Police Department 
(UCPD) and local municipal police forces. We demand that the administration move toward 




● Until a community-controlled system of safety can be fully adopted, we demand that the 
University initiates the steps below and decreases the need for police presence on campus 
including but not limited to large scale and specialized events, and residential spaces.  
 
● Any funds allocated to police under ​institutional support and logistical services​ be 
redirected to alleviate any budget cuts associated with COVID-19 and support community 
wellness impacts caused by public health crises starting the fiscal year of 2021-2022 and 
thereafter. 
 
● UC San Diego recalls its workers and avoids layoffs and furloughs that disproportionately 
hurt vulnerable UC students and workers. We demand the university takes advantage of 
reimbursement opportunities for pandemic-related costs provided by Federal Emergency 
Management Agency (FEMA) 
 
● The reallocation of 30% of the University of California Police Department’s budget towards 
investments in communities of color where UCSD’s underrepresented students resided 
prior to enrolling, anti-Blackness training facilitated by organizations with a demonstrated 
history and commitment to improving the lives of African and Black people, and support 
services and programs for formerly incarcerated or system impacted students. 
 
● The University to be significantly more open and transparent about UCPD’s annual budget 
with line-item details, including spending on officer salaries as well as spending on weapons 
and technology along with any mutual aid agreements and contracts between UCPD and 
local police departments, county sheriff’s offices, CHP, and CalOES, as well as information on 
the length of the agreements and their terms. 
 
● The ratio of the Community Service Officers and Residential Security Officers are such that 
University of California Police Department officers are 33% of the entirety of its workforce.  
 
● Any future hiring of UCPD officers include a background check and record evaluation to 
eliminate hopeful officers with histories of brutality, or abuse, in their careers in any 
location, from the hiring pool.  
 
● An external independent review board, outside of the Community Safety and Security 
Advisory Committee (CSSAC), be established to assess whether there has been adequate 
disciplinary action for University of California Police Department officers who use force in 
any situation involving underrepresented students and their reports made available to the 
entire student body.  
○ A public assessment of the reports against UCPD over the past decade, specifically 
related to racial bias, sexual harassment, and overuse of force be published that 
includes an overview of the UCPD Complaint Processes, Use of Force Policies, 
Procedures, Standards and Training. 
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○ Any officer under investigation for abusive behavior shall be immediately 
suspended from all UCPD duties, pending the conclusion of the investigation by the 
independent review board.  
○ The independent review board would have the authority to recommend further 
disciplinary action for officers and corresponding actions should be taken up by the 
university.  
○ The independent review board shall include at least one representative from the 
Black Student Union, Associated Students, and Graduate Student Association.  
 
● Black student representatives for UC San Diego committees, councils and boards shall be 
given academic credit, 3 units for each quarter of service, which shall be applied towards 
graduation and a stipend. 
 
● The current ownership of existing military-style equipment by UCPD is banned and all 
existing equipment is removed from University grounds effective immediately.  We demand 
that any future procurement and use of military-style equipment by UCPD is prohibited 
under all circumstances.  
 
● That the use of riot control gear and tactics are banned, including but not limited to: tear 
gas, rubber bullets, shields, batons, and unnecessary curfews against students by UCPD or 
any external police agencies to allow any individual or group to exercise their first 
amendment right to peacefully assemble and make known their grievances to people and 
institutions of authority. 
 
● The University of California Police Department ensures its officers including but not limited 
to Community Service Officers (CSOs) and Residential Security Officers (RSOs) are equipped 
and actively using body cameras at all times by Fall 2020. 
 
● The university engages in direct advocacy to end the ​Qualified Immunity Act​ ​at the national 
level, and that the university holds officers of UCPD liable for reports of student complaints 
as well as develop a tracking system for those reports under the purview of the external 
independent review board.  
 
● The University of California Police Department uses properly trained unarmed Community 
Service Officers (CSOs) and Residential Security Officers (RSOs) in perceived 
non-emergency situations ​that may involve underrepresented students and de-escalate 
situations as necessary.  
 
● The University of California Police Department require police officers, dispatchers, 
Community Service Officers (CSOs), and Residential Security Officers (RSOs) to undergo 
biannual training in the following areas:  
○ De-escalation of force  
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○ Mental health sign and symptom recognition (e.g., mood, psychoses, suicide 
prevention, substance use, Excited Delirium, cognitive issues) 
○ Legal considerations 
○ Cultural and unconscious bias mediation 
 
● The University of California Police Department adopts and implements ​best practices 
centering community-oriented care and problem solving. 
 
● Dispatchers and officers of UCPD are diligent in alerting respondents of potential racial or 
otherwise underlying factors of a prospective interaction to promote situational awareness 
and ensure the best possible outcome within the given situation. 
 
● The University of California San Diego conducts inclusive excellence searches to 
immediately fill the vacant position specifically to support the Black community, hire two 
Counseling and Psychological Services (CAPS) psychologists and one psychiatrist with 
demonstrated programmatic racial identity, racial trauma and group counseling experience 
to better serve our most vulnerable campus populations for students, staff and faculty.  
 
● All current staff of Counseling and Psychological Services (CAPS) undergo racial trauma 
training to improve their services for students of color. 
 
● UC San Diego Health and UC San Diego School of Medicine provide its students 
opportunities to gain experience, and academic credit through partnerships with clinics in 
low-income and impoverished neighborhoods and neighborhoods with documented health 
disparities.  
 
● UC San Diego Health and UC San Diego School of Medicine sponsor and partner with 
reputable local community organizations and initiatives for an annual Community Wellness 
based project or program in low-income and impoverished neighborhoods and 
neighborhoods with documented health disparities. 
 
● UC San Diego commit funds and partner with San Diego, Inland Empire, Los Angeles and 
Alameda County K-12 Schools to provide an opportunity for the university to visibly 
demonstrate an investment in the communities their students reside prior to enrolling at 
UC San Diego to include but not be limited to: the creation and support of sustainable 
avenues whereby basic needs  insecurity for students and their families are addressed. 
 
● The ​divestment of funding and cease of collaboration for the Thirty Meter Telescope​ (TMT) 
in Hawai’i. Currently, a laboratory at UCSD serves in the development of the components of 
the TMT, which is being built upon the summit of Mauna Kea. Mauna Kea serves as sacred 
land for the Kanaka Maoli people and to participate in the project of building the TMT 




Student Government & Auxiliaries 
WE DEMAND  
● The work of the Associated Students Proposed Underrepresented Task Force or Minority 
Caucus should involve the following:  
○ Quarterly anti-Blackness workshops facilitated by the Afrikan Black Coalition, or 
other reputable partners of the UC Student Association who have demonstrated 
expertise centering anti-racist praxis for students, staff and faculty 
○ Political advocacy to include but not limit to: repealment of Prop 209 and support of 
ACA 5, increased recruitment efforts for Black Lobby Day and other lobbying 
opportunities, Ban the Box and the many campaigns that address housing insecurity, 
food insecurity, environmental racism and poverty 
○ Assistance and support of underrepresented students annual cultural programs, 
and/or conferences 
 
● Associated Students remove appointed positions from Associated Students due to the 
implicit bias of Senate elects and require that ALL Associated Student positions be electable. 
 
● The Art of Communications Workshop facilitated by the National Conflict Resolution Center 
to guide student organization leaders in effective communication practices be restructured 
to incorporate conversation around the following concepts: 
○ anti-Blackness 
○ queer and transphobia  
○ ableism  
○ xenophobia  
○ and microaggressions via educational activities such as role-playing to equip them 
with knowledge and empower participants to call it out within their own student 
organization.  
 
● UC San Diego’s Housing, Dining & Hospitality incorporate African and Black Diasporic 
cultural food and products into markets, dining halls, and physical spaces under their 
purview.  
 
● UC San Diego’s Housing, Dining & Hospitality create opportunities and expectations for 
communal and residential environments to operate as a neighborhood that fosters a 
celebration of cultural differences and expressions in order to mitigate unnecessary reliance 
of law enforcement or other entities.  
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Recruitment and Retention  
WE DEMAND 
 
● That the University set a target for Black students to constitute ten percent of the overall 
undergraduate and graduate student body by 2025. Ten percent falls between the size of 
the statewide Black population and that of the United States. We support the University’s 
efforts to become a Hispanic-Serving Institution and demand that UCSD make similar 
commitments to the Black student population. 
 
● An increase in the percentage of Black staff to ten percent of the overall. Again, ten percent 
is in accordance with both the statewide and national Black population. 
 
● That there be an exemption to the hiring freeze and additional hires for positions critical to 
the support of Black students, staff and faculty across mental health, academic disciplines 
and programs, support services and campus community centers. 
 
● UC San Diego’s Graduate Division hires at least one support coordinator for the Black 
graduate and professional students. Support would take the form of providing mentorship 
opportunities, information on navigating graduate school politics and funding, data 
collection, accountability for university climate improvement, and support towards 
alleviating the challenges of Black graduate students with international origins.  
 
● Increased priority and support for the Black Academic Excellence Initiative in order to 
provide financial assistance for Black students, the Black Studies Project, the 
African-American Studies Program and other Black organizations and centered 
programmatic efforts. 
 
● More equitable funding for graduate students across all disciplines, but especially those 
within Arts,  Humanities and Social Sciences which are funded at a grossly disproportionate 
rate to that of graduate students within STEM.  
 
● The creation of more HBCU partnerships to recruit Black graduate students across all UCSD 
disciplines. 
 
● Stronger incentives and a commitment to working with faculty to recruit Black graduate 
students across all UC San Diego disciplines.  
 
● More opportunities for Black graduate students to engage across disciplines and 




● Increased resources directed towards increasing Black graduate and undergraduate 
participation in international study and Fulbright fellowships. 
 
● UCSD Graduate Division allocates $30k for Black graduate student programming.  
 
● The creation of a specific ombuds person to navigate relationships between faculty, staff, 
and students. 
 
● Increased prioritization for the Black Student Union’s Overnight Program and financial 
support via a budget increase of 40% 
 
● Expansion of the Chancellor’s Associates Scholars Program that grants full scholarships to 
students admitted to UCSD to include the following unified school districts: San Diego, Los 
Angeles, Long Beach, Inglewood, Compton, Oakland, and community colleges in future 
partnerships: Mesa College, Cerritos College, San Diego City College (SDCC),  Long Beach 
City College (LBCC), Compton College, Los Angeles Trade Tech, Berkeley City College, Laney 
College, Merritt Community College, Riverside Community College, Irvine Community 
College, and Victor Valley College 
 
● Increased space and staff for the Black Resource Center that could more aptly serve the 
Black community considering it is the one permanent physical space whereby its mission, 
goals and advocacy center Black people and provide relief from everyday manifestations of 
anti-Blackness, being a central meeting space for Black Organizations and retention based 
programming. 
 
● Increased access to information that identify and assuage services rendered to Black 
students of concern who may have experienced or are experiencing a need for additional 
academic, and emotional support. Understanding individual’s right to privacy and in 
consideration of the laws that establish frameworks and guidelines around sharing personal 
information, we demand the information is given to the Director of the Black Resource 
Center to aid the center in supporting Black students.  
 
● The Office of Admissions restructure approaches and efforts implemented by the UC San 
Diego Admissions’ Diversity & Recruitment Team.  This restructuring would include 
solicitation of ideas from the Black community and a representative from the Black Student 
Union (BSU) to be integrated within reorganization processes in concert with current team 
members.  
 
● Following the reframing of approach and efforts to be conducted by the UC San Diego 
Admissions’ Diversity & Recruitment Team we demand the team provide updates to the 
Black Student Union and Climate Council at least once a month to create a consistent 
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method of communication, transparency, and accountability to the goals set forth in this 
statement. 
 
● The UC San Diego hires and funds 2 full time Recruitment Officers to increase the Black 
student population through early outreach efforts in conjunction with UC San Diego 
Admissions’ Diversity & Recruitment Team. The scope of the Recruitment Officers work 
would include but not be limited to: 
○ Building and maintaining a presence within partner schools and the communities in 
which they are located 
○ Programming opportunities to expose middle and high school aged students to UC 
San Diego in a manner that is community oriented and culturally relevant for the 
student and their families 
○ Attending College Fairs or Expositions, and Communal Events whose outreach and 
marketing efforts are specifically geared towards Black and African families  
 
● UC San Diego Admissions Office develop an outreach series program in conjunction with 
Community Colleges within the San Diego, Inland Empire, Los Angeles and Alameda County 
to provide prospective students with knowledge around opportunities available at UC San 
Diego, a step-by-step process on ensuring they are eligible and are ready to transfer to UC 
San Diego, and a how-to access and navigate institutional resources and services.  
 
● Admissions to develop and fund a Black Triton Transfer Admit Weekend that ​seeks to offer 
a culturally relevant and authentic look at what UC San Diego has to offer newly admitted 
Black Transfer students. This program would provide Black Transfer students the 
opportunity to connect with current Black students, staff and faculty and offer a broad 
overview of retention based programs and space for Black students. 
 
● The university hires a full time Retention Officer with culture and educational knowledge 
centering Black Studies, Ethnic Studies or Sociology that works to increase graduation and 
retention rates of Black students  at this university. This Retention Officer would be charged 
to provide and connect Black and African students to necessary academic support, 
professional development, and research opportunities. 
 
● The university allocates funding for any future opportunities to host the Afrikan Black 
Coalition Conference on the UCSD campus. 
Access 
WE DEMAND 
● The university hires a Development Officer whose sole responsibility is around raising 
funds for Black Students yield, recruitment and retention efforts. This Development Officer 
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should work directly with Black Student Union and the Black Resource Center. The 
Development Officer should be granted access to the university’s largest donors so that they 
may aid in efforts to fundraise for scholarships for Black students. 
 
● The Office of Academic Support and Instructional Services (OASIS) Summer Bridge Program 
includes an in depth study and interrogation of Black achievement and contribution to UC 
San Diego and society at large to assist Summer Program participants in contextualizing 
their UCSD experiences and Office of Academic Support and Instructional Services (OASIS) 
as a student retention and success program. 
 
● Allotment for scholarships and fellowships to allow additional Black students to participate 
in study abroad and alternative service programs during academic breaks. The location of 
such programs shall not be restricted either nationally or internationally in alignment with 
programs offered by UCSD. 
 
● UC San Diego Study Abroad Office to expand its administered programs to investigate the 
impact of colonialism, imperialism and celebrates the origins and culture of those who 
belong to African and Black Diaspora including but not limited to: Ghana, South Africa, 
Democratic Republic of the Congo, Kenya, Uganda, Morocco, Nigeria, Uganda, Rwanda 
 
● UCSD Admissions prioritizes recruiting Black students- bringing students to campus, 
developing relationships with specific schools and community programs, strengthening 
community outreach to successful non-profit organizations and faith-based organizations 
inside and outside of California. 
 
● UCSD Admissions provides academic support services, and experiential programs in San 
Diego, Inland Empire, Los Angeles and Alameda County K-12 Schools to create a culture of 
college readiness and pipeline for underrepresented students into higher education 
emphasizing opportunities available at UC San Diego.  
 
● Upon graduation UC San Diego alumni are granted continued access to its research 
databases, facilities, and programs to provide support in a successful transition from UC San 
Diego. 
Collegiate Development  
WE DEMAND 
● Increased institutional support for the existing Black Academic Excellence Initiatives, Black 




● Increased institutional support towards the creation and growth of a Black Studies 
Undergraduate Major, Graduate Programming and Certification for the Black Studies and/or 
African-American Studies Program  
 
● The Yankelovich Research Center to allocate 20% of its budget to generate socially 
conscious funded interdisciplinary research projects that address institutionalized racism 
and oppression that Black and African people face on local and global scales. 
 
● A college dedicated to the celebration, education, and history of Black culture in a safe space 
offering humanities programming, African Diaspora courses, and Black centered events.  We 
demand that this college be  dedicated to the education and empowerment of Black 
students, and is reflective of the University of California San Diego’s commitment to 
increasing the population of underrepresented staff and faculty.  
 
● That the name of this college be derived from recommendations of the African and Black 
campus community. 
 
● UCSD Organized Research Units (ORUs) are required to incorporate and support Black and 
other underrepresented graduate and undergraduate students and faculty. 
Underrepresented students working with ORUs should be supported through opportunities 
to publish, develop scholarship, and present at conferences with financial support. 
 
● Greater financial support for graduate students’ scholarly development, such as conference 
presentations and the purchase of necessary materials and resources towards their work. 
 
● Support for the National Pan-Hellenic Council (NPHC) and its member organizations to be 
housed in the university with a designated full time employee in coordination with the full 
time staff associated with the Multicultural Greek Council, Interfraternity Council, and 
Panhellenic Association but separate from the general Greek Life Advisors. 
 
● The implementation of policies which create the opportunities for the National Pan-Hellenic 
Council (NPHC) and its member organizations to thrive at UC San Diego. 
 
● The expansion of the Historically Black Colleges and Universities (HBCU) exchange 
program, currently housed in Marshall College, to invite Historically Black Colleges and 
Universities (HBCU) students to UCSD and for current undergraduate students to attend 
Historically Black Colleges and Universities (HBCUs).  
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Climate & Accountability 
WE DEMAND 
 
● The reestablishment of bi-annual Campus Climate Meetings focusing on Black campus life 
mandated through Vice Chancellor for Equity, Diversity and Inclusion (VCEDI) and the Vice 
Chancellor for Student Affairs (VCSA) offices as an avenue for accountability to issues and 
concerns raised by Black students, staff, faculty, and community in the greater San Diego 
area. The climate council should include individuals external to the university for increased 
accountability.   
 
● These Campus Climate councils should work alongside the Equity, Diversity and Inclusion 
Council to generate recommendations for each department. Departments determined to 
have a poor racial climate should be reported publicly and should be required to 
demonstrate the adoption of the councils’ recommendations. 
 
● Updated UCLearning Online Diversity Training to holistically address faculty response to 
cases and situations relevant to the recent experiences of Black, Indigenous, and other 
people of color, expanded in duration to at least 3 days, and be required semi-annually.  A 
portion of the diversity training should be in-person. We demand that training modules 
involve discussions of recent and foundational history in both a university and national 
context. 
 
● The Center for Student Involvement (CSI) dedicates positions for at least two full-time 
employees to address the continuation of diversity training and programming for student 
organizations, and one full-time employee designated to train Sorority & Fraternity Life 
(Greek) organizations.  We demand that the leaders of student organizations undergo 
mandatory diversity training and that it is highly recommended for the organization’s 
general body. 
 
● Mandatory, in-person anti-racist, culture, and diversity training every two years for all 
UCSD faculty and staff. This training must be a condition of all new hires. 
 
● We demand that there are more rigorous assessment tools developed for courses that fulfill 
the Diversity, Equity, and Inclusion (DEI) requirement that include the following: 
○ Implementation of specific mandatory end of term questions for registered 
Diversity, Equity, and Inclusion (DEI) courses to determine whether the learning 
outcomes of students being able to articulate and demonstrate an understanding of 
issues affecting marginalized communities as applied to past and current realities 
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○ Ongoing evaluation of Diversity, Equity, and Inclusion (DEI) course syllabi and 
pedagogical methods 
Faculty & Tenure  
WE DEMAND 
● The University initiates inclusive excellence searches for staff and faculty emphasizing 
demonstrated teaching and equity based research praxis, anti-racist and bias training, and 
engages in concentrated outreach and marketing for staff and faculty hiring across 
Historically Black Colleges and Universities (HBCUs), Predominately White Institutions 
(PWIs), and other private and public institutions. 
 
● Creation of a Black Studies Department that would house the African American Studies 
Program with a guarantee of tenured faculty and tenure-track lines by 2030 
 
● The creation of at least one UC San Diego Endowed Chair in every academic department 
with a demonstrated research and​ ​teaching focused on  issues of relevance to Black folx 
with a structural analysis, and demonstrated experience of training, mentoring and service 
in these areas. The hires or appointments must be approved by a special committee of Black 
faculty that will be identified by the Black Student Union.  
 
● An increase in the percentage of Black faculty to ten percent of the overall tenured/tenure 
track faculty by 2025. Again, ten percent is in accordance with both the statewide and 
national Black population. This target must include all departments, particularly STEM 
programs. 
 
● Increase the numbers of Black Deans, Provosts, and UC San Diego Administrators across the 
spectrum of administration, not just in equity and diversity positions. 
 
● Faculty who have committed extraordinary labor to the service of Black students, staff, 
faculty, or scholarship should be offered the option of course releases or additional 
sabbatical credit.  
 
● An increase in consequences to tenured faculty members found to be repeated abusers of 
students in the areas of immoral behavior and ethical misconduct.  
○ Here immoral behavior includes, but is not limited to, sexual misconduct, 
harassment, and dishonesty. Ethical misconduct includes, but is not limited to, 
exploitation, harassment, and discriminatory treatment of students, as described by 




● In accordance with section 103.9 of the UCSD ​Senate Manual​, termination of tenured faculty 
may occur with “good cause.” 
 
● We demand the conditions of “good cause” be made publicly quantifiable as well as the 
aggregated complaints against faculty members in efforts to improve transparency. The 
tracking of these complaints shall be well maintained. Anonymity of reporters shall be 
retained for student safety.  
○ Such suggestions of increased consequences include demotion, reduction of lectured 
classes, and other essential responsibilities.  
 
● Any faculty member found to be performing below the guidelines set by quantifying “good 
cause” or not completing enough essential responsibilities shall be terminated upon review 
and judgement of the complaints. 
 
We demand a response to this statement by ​June 26, 2020. In your response identify a point of 
contact or primary person responsible for facilitating further conversation between the Black 
Student Union and campus leadership.  
 
Sincerely,  
Black Student Union at UC San Diego 
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